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Editorial

Honoring the Public Trust

This issue of the Forum includes 17 articles examining a variety of topics related to law 
enforcement operations and management. The articles provide insightful research, 
examination, and thought, all geared toward developing a better understanding of 
the law enforcement function in society and improving upon the delivery of service. 
Four of the articles focus broadly on issues related to personnel and, more specifically, 
on the topics of police ethics, attitudes, discretion, training, and fitness for duty.

It cannot be overstated that the quality of law enforcement service is directly commen-
surate with the character and quality of each and every member of the department. Put 
in other terms, “the chain is only as strong as its weakest link.” When ethical lapses or 
incidents of police corruption occur, it is most often directly attributable to the behav-
iors and actions of one or two rogue cops, yet the entire profession becomes suspect, 
and the reputation of the profession (the shine on the badge) becomes tarnished.

Law enforcement, as a profession, has initiated many progressive steps to build 
in safeguards to ensure that only the most honorable men and women are chosen 
to wear the badge. Complete and thorough recruitment and selection processes, 
extensive recruit and inservice training programs, policy development, supervision, 
and oversight all provide mechanisms to monitor and “weed out” those who are 
unfit for public service or those who might otherwise choose to disregard their 
commitment to serve the public trust with commitment, honor, and pride.

Returning to the “weakest link” analogy, the challenge facing law enforcement 
with regard to serving the public trust is formidable. In the United States, law 
enforcement employs nearly one million personnel—one million links in the 
chain. From a statistical probability standpoint, it would be foolhardy to imagine 
that we can completely fortify the chain, yet that is the goal. And it all starts with 
the selection and retention of people with unwavering personal and professional 
character, integrity, and a commitment to serving the public trust.

If one chooses public service as a profession, then he or she necessarily commits themselves 
to living life on a higher moral plane. Options for displaying questionable and/or aberrant 
behavior are forever limited. A commitment to public service and public life requires that 
one first becomes a mature leader—a person who is willing to serve as a role model for 
all to emulate. In this regard, a public servant and a moral leader cannot place one foot 
in and one foot out. Public service is a total commitment to honesty, integrity, leadership, 
and living a life engendered by building and sustaining public trust. While few people 
may wish to unconditionally commit themselves to this lofty goal, there is no room for 
negotiating a lesser standard. For those who take the challenge, they have the potential 
for living a fulfilling, meaningful life; but only if they diligently protect and maintain 
their integrity and the integrity of the profession by not “losing sight” of their grounding 
commitments and convictions to honorably and selflessly serve the public good.

Thomas J. Jurkanin, PhD
Senior Editor
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Implementing Fitness Standards  
for Police Recruits: A Case Study
David J. Thomas, PhD, Associate Professor, Justice Studies,  

Florida Gulf Coast University

Introduction

The is a case study for a police academy located in the Southeastern United States 
and was completed at the request of the academy’s Law Enforcement Advisory 
Committee. The committee expressed a concern regarding recruit injuries during 
defensive tactics. This study examines fitness standards, the importance of fitness in 
policing, the physical and psychological stressors, the courts and fitness, and offers 
recommendations for implementing fitness standards in a police academy setting. 

Literature Review

Before you begin reading this case study, take a moment and reflect upon the physical 
demands of policing. How often is an officer involved in a physical confrontation? 
Why do you believe an officer should be physically fit? In comparison, reflect on 
a firefighter’s role and job tasks. Are there any differences? They both share one 
common denominator. Both professions are sedentary until called into action. 

Police

Many states and agencies have no mandated fitness requirements for applicants 
entering the police academy. In most states, the only requirement in regards to 
fitness is that a candidate must pass a physical examination by a licensed physician. 
Many academies require a number of mandated fitness hours or combine fitness 
with defensive tactics training. Since each state is unique, the hours of fitness 
training can range from as few as eight and as many as 100 depending on the state. 
The State of Florida has begun collecting data for its police and corrections recruits 
requiring pre- and post-fitness tests and will implement standards at a future date. 
Data collection began in April 2008 and consists of the following tests: vertical 
jump, one-minute sit-ups, 300-meter run, standard push-ups, modified push-ups, 
and a 1.5-mile run/walk. 

The tests adopted by the State of Florida are similar to those prescribed by the 
Cooper Institute for Aerobics Research, which will be discussed later. Prior to the 
aforementioned mandated fitness participation standard, the State of Florida had 
designed a Physical Abilities Test (PAT) for entry-level recruits, which consisted of 
exiting a patrol vehicle and removing items from the glove box and trunk; a 220-yard 
run; a 110-foot obstacle course consisting of a 40-inch wall, three hurdles, a serpentine 
section, and a 27-inch low crawl; dragging a human form dummy weighing 150 
pounds a distance of 100 feet; and dry firing a standard service handgun (a revolver 
is preferred) six times in both the dominant and nondominant hand. 

The PAT in its original design did not examine an applicant’s fitness level; it 
examined the ability to complete job tasks. It should also be noted that since the 



2 Law Enforcement Executive Forum • 2011 • 11(3)

PAT is designed to test motor skills, practice of the PAT will enhance a candidate’s 
skills and reduce his or her time prior to taking the exam. 

It appears that fitness means many things to different agencies. This was confirmed 
after a review of 25 police applicant announcements. There was no standard in 
regards to fitness requirements. In fact, there were as many tests as there were 
agencies. The most common fitness requirements were the PAT, agency-specific 
obstacle courses, the Cooper Institute for Aerobics Research standards, and finally 
no fitness requirements at all. 

The problem that exists in policing is that it is difficult to identify the physical 
skills of a law enforcement/correctional officer. Will an arrest require an officer 
to become combative with a suspect? Will an officer have to chase every suspect 
who is under arrest? Will an officer have to drag an unconscious victim from a 
burning building or a car? The answer to these questions is that at some point an 
officer will have to perform one or more of these tasks, but they are infrequent at 
best (Charles, 1982). 

Firefighter

In stark contrast to the police officer, firefighters have a definitive task every time 
they arrive at a fire or rescue. Their job requires pulling hoses, swinging an axe, 
climbing stairs or ladders, handling a charged hose, handling heavy equipment, 
and removing victims from buildings or automobiles. The firefighter must 
complete these tasks wearing bunker gear, air tanks, and face masks.

Because of the physical demands and the specific job tasks, fitness requirements for 
firefighters have been identified through the development of a Firefighter Combat 
Fitness Model. There are various versions of the combat model for firefighters. The 
one presented herein is the Combat Physical Abilities Test utilized for firefighter 
recruits entering the St. Petersburg College Fire Academy. Recruits shall complete 
the following tasks in a time less than seven minutes: stair climb with two 50-foot 
sections of 1½-inch hose; carry two 50-foot sections of 1½-inch hose (weighing 
about 43 pounds) to the 5th-floor landing of the drill tower (about 40 feet); hose 
hoist from the 5th-floor landing of the drill tower, using a hand-over-hand motion; 
pull a 5⁄8-inch braided nylon rope to hoist a 50-foot roll of 3-inch hose (weighing 
about 35 pounds) to the landing of the drill tower; force entry using a weighted 
sled-type machine (similar to the Keiser Force Machine) and a 9-pound dead 
weight sledge; and drive the weighted sled (weighing about 120 pounds) five feet. 
This task is complete when the end of the weighted sled crosses the 5-foot line; hose 
advance after walking a distance of 140 feet; pick up a nozzle and move a 1½-inch 
charged hose line straight forward 75 feet to a box marked on the ground; crack 
the nozzle; show water and place the nozzle in the box marked on the ground; and 
perform victim rescue by dragging or carrying a 175-pound rescue mannequin 
(Rescue Randy) a distance of 100 feet. This event (and the course) is complete 
when both the mannequin and applicant completely clear the finish line.

This discussion clearly identifies that the physical demands of the professional 
police officer and the professional firefighter are different. However, physical 
fitness is essential for both to survive. 
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Why Is Fitness Necessary?

As stated earlier, identifying a police officer’s responsibilities is very difficult in 
regards to fitness because there are no absolutes. In defining the police role in our 
society, fitness encompasses two variables—the physical and the psychological—
which directly impact the physiological well-being of an officer. 

Physical

It is a given that at some point during an officer’s career, he or she will have to arrest 
a combative subject. The amount of force that an officer utilizes during a physical 
encounter is determined by the amount of resistance an officer encounters. Truncale 
and Smith (1994) assert that there are a number of elements that should be taken 
into account during the altercation, and they are entitled Officer/Subject Factors and 
include age, size, sex, skill levels, and number of officers/subjects involved. In 
addition to the officer subject factors identified by Truncale and Smith, the Florida 
Department of Law Enforcement (2000) identified additional factors, including 
the suspect’s demeanor and actions, the nature of the crime or incident, weapons 
involved, number of suspects involved, potential danger to the officer and others, 
and the concept of last resort.

Downey and Roth (1981) identify the profile of a suspect as a constant: male, 
24 years of age, weight 170 pounds, and waist 31 inches. In contrast, they examined 
a male police officer’s profile over 25 years and assert the following:

•	

•	
•	
•	
•	
•	

Upon graduation from the police academy – age 22, weight 170 pounds, waist 
31 inches
Year 5 – age 27, weight 189 pounds, waist 33 inches
Year 10 – age 32, weight 198 pounds, waist 35 inches
Year 15 – age 37, weight 211 pounds, waist 36 inches
Year 20 – age 42, weight 221 pounds, waist 37 inches
Year 25 – age 47, weight 228 pounds, waist 38 inches

To further support the notion of police fitness and readiness, the FBI’s (2009) 
periodical, Officers Killed or Assaulted, states that officers are physically assaulted 
with hands, fists, or feet on an average of 57,000 times per year. 

Heart disease is the single greatest cause of early retirement and the second 
greatest cause of limited duty assignments in American law enforcement agencies 
(Quire & Blount, 1990; Schaefer & Helm, 1996). Tracy (1993) identified that the 
life expectancy of a police officer is 15 years less than the average American, and, 
nationally, 50% of all police officers will die from heart disease within five years 
of retirement (p. 18). 

Psychological

The silent threat to an officer’s fitness and well-being is his or her psyche. It is 
the call for service where officers are exposed to death, gruesome traffic crashes, 
child abuse, vehicle pursuits, officer-involved shootings, and spouse abuse. In 
essence, an officer sees the worst in man. The psychological damage festers and 
becomes physiological, impacting an officer’s quality of life. Continued exposure 
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to trauma without a healthy outlet causes Post-Traumatic Stress Disorder resulting 
in alcoholism, divorce, and suicide. 

Van der Kolk and Van der Hart (1989) assert that these “visceral memories” 
(p. 1538) return later as physiological reactions, emotional state, nightmares, 
flashbacks, or behavioral reenactments. Kardiner and Spiegel (1945) describe 
physical symptoms of the post-traumatic state as reflecting neuro-chemical 
changes of the catecholamine system, describing changes in posture, hyperkinesis, 
violently propulsive gait, tremors at rest, mask-like faces, gastric distress, urinary 
incontinence, and a violent startle reflex.

If you combine the physical stressors with the psychological impact of policing, 
the importance of fitness as it relates to the profession becomes clear. 

Fitness Standards for Police Recruits

Although it is clear that fitness is an essential element in police survival, it is not 
without apprehension and reservation that the subject has been approached. As 
discussed earlier, developing standards for police are difficult because, unlike 
firefighters, there are no specific physical tasks. At best, the need for fitness is found 
in the Boy Scout motto “Be prepared.” However, we know that an officer is going 
to be involved in an altercation, we know that the psychological stressors directly 
impact the officer’s quality of life, and we know that that trauma adversely affects 
his or her physical well-being. 

Prior to 1991, the Cooper Institute for Aerobics Research had validated test norms 
for the police recruit and inservice personnel. The tests were based on age and 
gender, recognizing that there are physiological differences between men and 
women in regards to aerobic capacity and strength. The standards developed by 
the Cooper Institute for Aerobics Research were in accordance with Title VII of 
the Civil Rights Act of 1964 and 1991, the Americans with Disabilities Act (ADA), 
and the Age Discrimination in Employment Act (ADEA), which stipulate that tests, 
standards, or programs cannot discriminate against protected classes (e.g., females, 
minorities, handicapped, or older adults) and must be job related. Although the 
law clearly establishes that testing cannot be discriminatory, there is case law that 
protects an agency when it has specific needs.

Brooks (2001) discusses Lanning v. Southeastern Pennsylvania Transportation Authority 
(SEPTA) and notes that agency-specific requirements which are researched and 
validated are defensible. In the Lanning case, it was the inclusion of a 1.5-mile run 
in 12 minutes. Unlike a patrol officer in a marked car, transit officers are on foot 
and are required to run from one station to the next to back up fellow officers. If 
an officer is incapable of running that distance, or upon arrival lacks the stamina 
to assist in the apprehension and arrest of a subject, then the issue becomes a 
matter of public safety. In regards to the Lanning case, the court ruled that the 
aerobic standard is unique to SEPTA, making it the responsibility of each agency 
to develop individual standards which are unique to that agency. 

There is one other component that has not been addressed in the discussion of 
fitness for police and that is injury prevention. As mentioned earlier, in 2009, officers 
were physically assaulted more than 57,000 times and 28% of those assaulted were 
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injured. Injuries were as simple as bruising or as complex as a fractured vertebrate. 
These injuries are compounded when a suspect introduces a weapon. In addition 
to the injuries sustained during the assaults, it should be noted as officers age, they 
become injury prone because of the sedentary nature of the profession. This same 
population is subject to early retirements due to damaged joints, back injuries, 
cardiovascular and cardiorespiratory disease, and obesity.

In establishing fitness standards for the police applicant, experience has shown 
that entering the academy will be the first time that many of these applicants will 
be introduced to the concept of a healthy lifestyle. In addition to the concept of 
healthy lifestyle, standards would also determine if the applicant is capable of 
performing essential job tasks. 

There are two additional skill sets which are associated with fitness: (1) firearms 
and (2) defensive tactics. As much as we would like to separate them, we cannot. 
In fact, fitness + defensive tactics + firearms are inseparable skill sets that are 
interdependent and necessary ingredients in regards to officer survival. While 
recruits are in training, the job of the trainer is to create an environment that is both 
challenging and safe, and to simulate many of the physical encounters a police 
officer will face on the street. These simulations and encounters are controlled; 
whereas on the street, there are no rules. What they provide for the recruit is a 
baseline of their skill set, fitness level, and ability to process the threat level and 
adequately respond under duress. 

During these simulations, it is expected that some injuries will occur. In addition 
to the defensive tactics injuries, a common problem for females is fatigue of the 
hands, wrists, arms, and shoulders during firearms training (Copay & Charles, 
2001). When they become exhausted during training, they attempt to compensate 
by using two fingers to pull the trigger. This is especially true when firing a double 
action pistol with the traditional 12-pound trigger pull or a double action/single 
action semi-automatic pistol for which the first pull of the trigger is 12 pounds and 
the second and subsequent pulls are between five and six pounds. This problem 
is directly associated with a lack of upper body and grip strength. These problems 
can be exacerbated when an applicant fails to enter the academy physically fit 
because the demands of the academy require repetition in training to develop the 
required skill set and for the recruit to qualify. The Cooper Institute for Aerobics 
Research (2002a) has identified the following as physical fitness components which 
are the underlying and predictive factors for performing job-related tasks: 

Sustained foot pursuit – aerobic power; sprints – anaerobic power; dodging 
– aerobic/anaerobic power/flexibility; lifting and carrying – muscular 
strength/muscular endurance/anaerobic power; dragging and pulling 
– muscular strength/muscular endurance/anaerobic power; pushing – 
muscular strength/muscular endurance/anaerobic power; jumping and 
vaulting – anaerobic power/leg power and strength; crawling – flexibility/
muscular endurance/body fat composition; use of force less than two 
minutes – anaerobic power/muscular strength/muscular endurance; and 
use of force greater than two minutes – aerobic power/muscular strength/
muscular endurance
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The Cooper Institute for Aerobics Research (2002b) argues that police fitness tests 
must be valid and relevant to predict an officer’s ability to perform essential skill 
sets. The following test battery is recommend for entry-level police applicants 
as well as inservice personnel: 1.5-mile run/3-mile walk, 300-meter run, vertical 
jump, one-minute sit-up test, and one-minute push-up test. 

The Problem

The development of fitness standards should begin in the police academy, with 
the primary objective of developing a healthy lifestyle and teaching recruits the 
long-term benefits of fitness. The goal is to convert as many recruits as possible 
from a sedentary lifestyle to one that is active and healthy with the understanding 
that fitness staves off many of the stressors which are created by the profession. 
Some academies have minimum fitness standards to enter, yet the agencies don’t 
support the standard when the officers transition to patrol. 

Academy Case Study

This is a case study of a police academy’s attempt to address the number of injuries 
which were occurring during defensive tactics and fitness training. An analysis of 
injury reports, workers’ compensation claims, and missed academy hours offered 
the following: From January 1, 2006, through December 31, 2009, the cost to the 
agencies in workers’ compensation claims was in excess of $200,000; and during 
that same time frame, academy training time lost exceeded 500 days. The average 
annual cost to agencies in workers’ compensation claims totaled $70,000, and the 
average number of training days lost totaled 167 each year. The injuries resulted in 
dismissal from the agency or reassignment to a new academy class. 

Although different in their training methodology, the U.S. Military has experienced 
a number of training-related injuries during basic training, which they attribute to 
the recruit entering basic training unfit and out of shape. The military is used for 
comparison because there is very little research which relates to police recruits, 
entry fitness levels, and injuries sustained during training. It should also be noted 
that, for the most part, law enforcement and the military draw from the same 
applicant pool, with a few exceptions. Gilchrist, Jones, and Sleet (2000) note that 
most of the injuries to both men and women engaged in military basic training are 
overuse injuries and occur to the lower extremities. Christeson, Taggert, Eismeier, 
and Messner-Zidell (2009) note that 75% of young Americans ages 17 to 24 are 
ineligible to serve in the military for four reasons: (1) lack of education, (2) weight 
problems, (3) health problems, and (4) criminal backgrounds. Christeson et al. 
note that 27% of young Americans are too overweight to join the military because 
they have a Body Mass Index (BMI) of 30 or above, which is considered obese 
(p. 2). BMI is a number calculated for a person’s height to weight ratio; it does 
not correlate body fat directly, but it is an alternative to a direct measure of body 
fat (Centers for Disease Control and Prevention [CDC], 2011). The following is an 
example of the BMI of an individual who is 5'9":

•
•
•
•

	 Underweight – 5'9", weight 124 or less, BMI below 18.5
	 Normal – 5'9", weight 125 to 168, BMI 18.5 to 24.9
	 Overweight – 5'9", weight 169 to 202, BMI 25.0 to 29.9
	 Obese – 5'9", weight 203 or more, BMI 30 or higher  (CDC, 2011)
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Research Methodology

In September 2010, an evaluation of a recruit defensive tactics program was 
conducted to identify the cause of police recruit injuries and develop a series of 
recommendations to prevent such incidents in the future. The defensive tactics 
classes were monitored over a two-month period, totaling 40 hours of classroom 
observation. The breakdown of each was ten hours of defensive tactics training for 
each academy class, totaling 20 hours of classroom observation of defensive tactics. 
The evaluator also observed 20 hours of fitness training for each academy class for 
a total of 20 hours. Because of academy scheduling, fitness and defensive tactics 
were run concurrently, meaning recruits would have defensive tactics training one 
day and one hour of fitness training the next. 

Evaluator Credentials and Study Limitation

The evaluator had over 30 years of experience and is a certified firearms, defensive 
tactics, and fitness instructor. Classes were studied through direct observation. 
The limitation of such a study is that the instructor’s behavior might change if and 
when the evaluator is no longer present. The evaluator examined fitness regimens, 
teaching of defensive tactics techniques, recruit interaction, and supervision 
during exercise, as well as defensive tactics, corrective measures provided by the 
instructors in the recruits’ skill development, and instructor attitudes. 

Population

The evaluator observed two different classes—one corrections class and one law 
enforcement class—which were being run simultaneously. The requirements for 
defensive tactics and firearms were the same for each 80 hours of defensive tactics 
training and 60 hours of fitness training:

1. The corrections academy demographics are as follows: 
•	
•	
•	
•	
•	
•	

Class size – N = 30 recruits
Males – N = 25
Ages of male recruits – 21 to 55 years of age
Females – N = 5
Age of female recruits – 21 to 35 years of age
All	of	the	corrections	recruits	were	employed	by	the	agency	before	entering	
the academy.

2. The law enforcement academy demographics are as follows:
•	
•	
•	
•	
•	
•	

Class size – N = 35
Males – N = 27
Age of male recruits – 18 to 55 years of age
Females – N = 8
Age of female recruits – 21 to 35
Thirteen	 of	 the	 law	 enforcement	 recruits	 were	 hired	 by	 an	 agency;	 the	
remainder were not sponsored by an agency but paid their way through the 
academy.
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3. A survey was completed by each recruit to determine their level of physical 
preparation before entering the academy:
•

•

	 Corrections Class – Only 10% (N = 3) of the corrections recruits participated 
in regular physical activity which was defined as aerobic activity three to 
five times per week and strength training two to three times per week. The 
remaining 90% (N = 27) of corrections recruits described their activity level 
as sedentary and did not participate in any sport or other form of physical 
activity. 

	 Law Enforcement Class – Only 12% (N = 4) of the law enforcement recruits 
participated in regular physical activity, which was defined as aerobic 
activity three to five times per week and strength training two to three times 
per week. Ten percent (N = 3.5) participated in a sport such as softball, flag 
football, or tennis when in season or at least once per week. The remaining 
78% (N = 28) of the police recruits described their activity level as sedentary 
and did not participate in any sport or other form of physical activity. 

Academy Instructors

All of the instructors were certified defensive tactics instructors, which is mandated 
by the state training council or POST. However, none of the instructors were 
certified fitness instructors, and this certification is not offered by the state nor is it 
mandated. For both classes, the instructor pool was the same, which allowed the 
evaluator to observe every possible combination of instructors. 

Research Question

Are police recruits entering the police academy prepared to meet the physical 
demands of the police academy or are their injuries sustained due to some other 
variable? 

Hypothesis

Recruits enter the academy physically fit; the injuries sustained are expected due 
to the nature and demands of the training. 

Null Hypothesis

Police recruits enter the academy unfit, and their injuries are a direct result of their 
fitness level. 

Findings

In a typical recruit class, it can be expected that there will be a number of injuries 
which are not unique to this academy, including dislocations or separations of the 
joints, broken bones, sprains, torn ligaments, contusions, and soft tissue damage. 
Of the aforementioned injuries, the most common are soft tissue injuries such 
as bruises and contusions. The data from the corrections class is not unusual if 
we were discussing multiple classes, yet in this one class alone, 23% (N = 7) of 
the recruits were injured: a torn anterior cruciate ligament, broken wrist, broken 
toe, broken ankle, two sprained ankles, and a separated shoulder. The data from 
the law enforcement class is similar. Thirteen percent (N = 4) of the recruits were 
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injured: a dislocated knee, a broken ankle, a shoulder separation, and a dislocated 
elbow. From an injury standpoint, the seriousness of the injuries in both classes is 
extremely high. As noted earlier, these are the types of injuries that you can expect 
from multiple classes not two classes. 

An analysis of the injuries and related costs were very similar to those detailed from 
January 1, 2006, through December 31, 2009. With these two academy classes, there 
was a total of 311 days of lost training time and in excess of $75,000 in workers’ 
compensation claims. Based on the data alone, it appears that the injuries are normal 
for a police academy, which can be supported by data from the U.S. Military. 

If we examine the nature of the injuries, they could be from overuse. It could 
be argued that the data from the U.S. military’s experience supports the null 
hypothesis that the police and corrections recruits’ injuries are directly related 
to their lack of fitness. Only one of the corrections recruit injuries was from the 
group that reported that they had participated in fitness regularly, and that injury 
was the torn anterior cruciate ligament which sidelined the recruit for six months 
and later became career ending. The six remaining injuries were from those who 
were identified as sedentary. The law enforcement group had one recruit who 
was from the group which participated in fitness regularly, and the remaining 
three were from the group that is described as sedentary. All of the injured law 
enforcement recruits were allowed to enter another class after they recovered from 
their respective injuries and completed physical therapy. 

After analyzing the data from these two recruit classes, the evaluator became 
concerned because during his 30-year tenure of instruction, he had never observed 
injury rates as high as these. Due to the seriousness and nature of the injuries, 
the evaluator collected data from four other regional academies to determine if 
these injuries were the norm or unique to the academy in the case study. As with 
the data collected from the case study academy, the evaluator collected data from 
injury reports, workers’ compensation claims, and missed academy days of the 
four regional academies and compared that data to the academy classes in the case 
study for the same period—January 1, 2006, through December 31, 2009. The data 
offered the following: 

•	

•	

•	

•	

Workers’	 compensation	 claims	 during	 this	 three-year	 period	 for	 the	 four	
regional academies totaled $75,000 as compared to $200,000 for the academy 
classes in the case study. 
The	average	number	of	training	days	lost	due	to	injury	during	this	three-year	
period for the four regional academies totaled 120 as compared to 500 training 
days lost for the academy classes in the case study. 
Average	annual	cost	per	agency	in	workers’	compensation	claims	for	the	four	
regional academies during this three-year period totaled $25,000 per agency as 
compared to $70,000 per agency for the academy classes in the case study. 
Annual	average	number	of	training	days	lost	due	to	injury	for	the	four	regional	
academies was 40 per year as compared to 167 for the academy classes in this 
case study. 

The evaluator was tasked with determining why there was such a disparity in the 
data. As noted, the limitation of the study may well be the presence of the evaluator, 
which could have influenced the classroom dynamics during the training sessions. 
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A closer look at the data, however, revealed that the injuries occurred on days 
when there was no evaluation. The evaluator met with the instructors to discuss 
the findings. The instructors were candid in their discussion, and below are some 
of the statements which offer insight to the problem:

“My role is the gatekeeper. I determine who belongs in law enforcement and who doesn’t.”

“If they can’t take it here, how are they ever going to survive on the street?”

“I have a responsibility to protect the officers that I work with on the street and that 
is to weed out the trash.”

“It’s about officer safety. We need to know that they won’t quit.”

“They knew they were coming to the police academy and should have come here in 
good shape.”

“If they were in shape, these injuries would have never happened.”

In addition to their belief system, it was noted that they were all certified defensive 
tactics instructors and none were certified as fitness instructors. Each of the 
instructors had an understanding of fitness or what it meant to be in shape, but they 
did not understand the dynamics of fitness standards or how to best prepare their 
classes to be successful and minimize injury. It should be reiterated that the state 
training council or POST only requires defensive tactics instructor certification, not 
fitness instructor certification, yet POST mandates 60 hours of fitness training. 

Recommendations

•	

•	

•	

•	

•	

It	is	recommended	prior	to	entering	the	academy	that	each	recruit	be	required	
to take and pass a fitness test. The following test battery is recommended for 
entry-level police applicants as well as inservice personnel: 1.5-mile run/3-mile 
walk, 300-meter run, vertical jump, one-minute sit-up test, and one-minute 
push-up test. 
It	 is	also	recommended	that	 the	standards	be	absolute,	meaning	that	 there	 is	
a single cut point for each test. In regards to the police applicant, passing is 
the 40th percentile or greater; failing is below the 40th percentile. It should be 
noted that instituting absolute standards will probably have an adverse impact 
on female applicants. However, these standards support the concept of “Same 
Job = Same Standards.” In establishing an absolute set of standards, the most 
defensible standards are those that are agency-specific as identified in the 
Lanning case. 
Before	implementing	such	a	standard,	the	academy	should	test	and	collect	data	
for each applicant entering the academy for approximately three years to have 
sufficient data to develop the standards. 
An	entrance	pretest	would	allow	the	recruits	to	be	placed	in	groups	based	on	
their fitness level. The benefit of grouping the recruits provides the necessary 
guidance and growth for those who are in the lowest percentile without 
penalizing those who enter the academy in excellent condition. 
Design	the	curriculum	so	that	the	recruits	are	not	taking	fitness	and	defensive	
tactics concurrently. Structure the courses so that recruits receive fitness training 
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for the first three to four weeks before scheduling defensive tactics. This will 
provide those who have not participated in fitness training to develop a base 
and reduce potential injuries. 

•	

•	

•	

•	

•	

Recruits	should	be	allowed	to	become	acclimated	to	the	hot	humid	weather	of	
the Southeastern U.S. (usually takes two weeks) by gradually increasing the 
time each day they exercise outside. Those who are sedentary will take longer; 
and until they are acclimated, the recruits will be susceptible to heat injuries 
(U.S. Army, 2003). 
Preexisting	conditions	should	be	identified	by	the	instructional	staff,	and	every	
effort should be made to work around those injuries. 
The	academy	should	develop	a	series	of	written	policies	outlining	the	instructor’s	
conduct, role, and expectations. 
The	 academy	 should	 recruit,	 train,	 and	 mandate	 that	 each	 class	 have	 a	 lead	
instructor who is required to supervise and lead subordinates. The lead 
instructor is also required to document injuries, complete an analysis of how 
they occurred, and offer suggestions to prevent future occurrences. 
The	academy	should	require	that	all	of	the	instructors	who	teach	and	supervise	
recruit fitness be certified as Police Fitness Instructors. 

In December of 2010, the evaluator met with the Academy’s Law Enforcement 
Advisory Committee to discuss the findings of the research and the aforementioned 
recommendations. The members of the advisory committee had no idea how 
much they had paid in workers’ compensation claims and were amazed at the 
seriousness of the injuries. The evaluator began by offering recommendations for 
mandating a fitness standard for new recruits entering the academy, and it was 
suggested that this would assist in significantly reducing the number of injuries 
as proposed by the military. The standard would be established after collecting 
data for three years to determine the 40th percentile for the average recruit. The 
discussion regarding the study was met with great concern from the administrators 
and their representatives as can be seen below:

“Can you do the study with open enrollment students and leave out those who have 
been hired?” [Open enrollment students are those recruits who pay their way 
through the academy and are not sponsored by an agency.]

“I don’t know if I want an officer running 1.5 miles; it’s not job related like the 
Physical Abilities Test.”

“Upon graduation, will we have to maintain this standard that you implemented?”

“We may not know who we are hiring until a week or two before the academy starts, 
after going through 200 applicants.”

“I hire some people [who] are 50 years old, and this is their second career. I believe 
that they are better because they possess life experience and are capable of talking to 
someone before putting hands on.”

“If these standards are pre-employment, then they must become a part of the Police 
Applicant Screening Service to avoid conflict with the unions and labor disputes.” 

“If you implement these standards, it would adversely effect our hiring process.”
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The evaluator then discussed what he discovered through an analysis of the data 
and instructor interviews. The advisory committee agreed that the instructors 
needed to be certified as fitness instructors but supported the instructors’ efforts 
to weed out who they consider to be undesirable candidates. The most common 
argument noted in support of this was that there was no other way to test the 
recruits’ heart and willingness to survive. 

Conclusion

Police fitness is a subject that has been hotly debated over the years, yet, as noted 
earlier, there should be no question of its importance based on the longevity in the 
profession, the stressors that an officer encounters, and an officer’s life expectancy 
of five years after retirement (Tracy, 1993). One of the most compelling graphics 
regarding the failing health of an officer during his 25-year career was presented 
by Downey and Roth (1981) in which the average recruit entered the academy 
at 22 years of age, 170 pounds, with a 31-inch waist. Twenty-five years later, that 
same officer is 47 years of age, weighs 228 pounds, and has a 38-inch waist. During 
that 25-year period, the officer gained a total of 58 pounds, and the circumference 
of his waist grew by seven inches. 

The purpose of introducing fitness to recruits is to assist them in developing a 
healthy lifestyle and forming habits that will become lifelong. For the profession, 
there are many benefits, one of which is a healthy employee, which equates to 
injury prevention, reduction in sick time, and reduced workers’ compensation. 
Fitness also prepares officers to meet the necessary physical challenges.

 The goal of fitness for police recruits is not to weed out those who the instructors 
feel are not law enforcement material. From a practical standpoint, if the academy 
in this case study continues on its current path and fails to address any of the 
aforementioned recommendations, it will be subject to litigation by an injured 
recruit. 

A final note: Immediately after the recommendations were made, the academy 
certified all of its defensive tactics instructors as police fitness instructors. However, 
none of the other recommendations have been implemented nor has there been a 
change in training philosophy. The injuries continue at a rate which is equivalent 
to those described in this case study. More disturbing is that the agencies and the 
advisory committee are aware of the study, the outcomes, and recommendations 
and that they have not demanded the implementation of the recommendations. 

Bibliography

Brooks, M. E. (2001, May). Law enforcement physical fitness standards and Title 
VII. FBI Law Enforcement Bulletin, 26-32.

Centers for Disease Control and Prevention (CDC). (2011). About BMI for adults. 
Retrieved May 24, 2011, from www.cdc.gov/healthyweight/assessing/bmi/
adult_bmi/index.html.

Charles, M. T. (1982). Women in policing: The physical aspect. Journal of Police 
Science and Administration, 10(2), 195-205.



Law Enforcement Executive Forum • 2011 • 11(3) 13

Christeson, W., Taggert, A. D., Eismeier, T., & Messner-Zidell, S. (2009). Ready, 
willing, and unable to serve: 75 percent of young adults cannot join the military; Early 
ed in Pennsylvania is needed to ensure national security. Harrisburg, PA: Mission: 
Readiness: Military Leaders for Kids. 

Cooper Institute for Aerobics Research. (2002a). Common questions about physical 
fitness standards and programs in law enforcement. Dallas, TX: Cooper Institute for 
Aerobics Research.

Cooper Institute for Aerobics Research. (2002b). Procedures and sequencing of 
physical fitness tests in law enforcement. Dallas, TX: Cooper Institute for Aerobics 
Research.

Copay, A. G., & Charles, M. T. (2001). The influence of grip strength on handgun 
marksmanship in basic law enforcement training. Policing: An International Journal 
of Police Strategies & Management, 24(1), 32-39.

Downey, R., & Roth, J. (1981). Weapon retention techniques for officer survival. 
Springfield, IL: Charles C. Thomas Publishers.

Federal Bureau of Investigation (FBI). (2009). Officers killed or assaulted. Washington, 
DC: FBI.

Florida Department of Law Enforcement. (2000). Basic recruit training program: 
Law enforcement academy course guide. Tallahassee: Florida Department of 
Law Enforcement.

Gilchrist, J., Jones, B. H., & Sleet, D. A. (2000). Exercise-related injuries among women: 
Strategies for prevention from civilian and military studies (MMWR, 49[RR02], 
pp. 13-33). Atlanta, GA: The National Center for Injury Prevention, Centers for 
Disease Control and Prevention.

Kardiner, A., & Spiegel, H. (1945). War stress and neurotic illness. New York: 
Hoeber.

Lanning v. Southeastern Pennsylvania Transportation Authority (SEPTA).  181 F. 3d 478 
(3rd Cir 1999).

Price, C. S., Pollock, M. L., Gettman, L. R., & Kent, D. A. (1970). Physical fitness 
programs for law enforcement officers: A manual for police administrators. Gaithersburg, 
MD: International Association of Chiefs of Police.

Quire, D. S., & Blount, W. R. (1990). A coronary risk profile study of male police 
officers: Focus on cholesterol. Journal of Police Science and Administration, 17(2), 
89-94.

Remsberg, C. (1986). The tactical edge: Surviving high-risk patrol. Northbrook, IL: 
Calibre Press.

Schaefer, P., & Helm, M. (1996). The incidence of heart disease in North Carolina officers 
(Unpublished report).



14 Law Enforcement Executive Forum • 2011 • 11(3)

Thomas, D. J. (1989). Defensive tactics manual. Grandville, MI: Thomas Training 
Systems, Inc.

Tracy, T. (1993, March). Fit for duty: Demand it. Police, p. 18.

Truncale, J. J., & Smith, T. E. (1994). MDTS: Monadnock defensive tactics system. 
Fitzwilliam, NH: Monadnock PR-24 Training Council, Inc. 

U.S. Army. (2003). Army fitness training handbook. Guilford, CT: The Lyons Press.

Van der Kolk, B. A., & Van der Hart, O. (1989). Pierre Janet and the breakdown 
of adaptation in psychological trauma. American Journal of Psychiatry, 146, 1530-
1540.

David J. Thomas, PhD, currently serves as an associate professor in the 
College of Justice Studies at Florida Gulf Coast University. Dr. Thomas 
earned his doctorate in Forensic Psychology, and his Master of Education is 
in Curriculum Design and Instruction. He retired from the Gainesville Police 
Department after 20 years of service. During his tenure as a law enforcement 
officer, Dr. Thomas served in patrol, detectives, community-oriented 
policing, SWAT, hostage negotiations, and training. Dr. Thomas is a certified 
law enforcement trainer in the State of Florida, with over 25 years of training 
experience. His training expertise is in firearms, defensive tactics, driving, 
diversity, and general subjects.



Law Enforcement Executive Forum • 2011 • 11(3) 15

Outcomes-Based Management 
Training for Police Managers
Thomas Gee, Manager, Internal Audit Unit, Kansas City (MO) Police Department

An effective police administrator has to be a good leader and a good manager. 
There is of course a distinction between the two (i.e., leadership and management). 
We lead people and we manage processes. There has been a great deal of emphasis 
on leadership training in the law enforcement field for many years. However, it has 
been my experience, based on 36 years in the field, that there has been a paucity of 
management training. As I see it, leadership and management are two sides of the 
same coin, and the modern police administrator must master both to be effective 
and successful. This article will concentrate on training that I developed to instruct 
police supervisors and managers in outcomes-based management (OBM). 

At its basic level, OBM is about understanding processes from an outcomes or 
results oriented viewpoint. The student is introduced to the production process or 
system of work model. This model consists of inputs, process, outputs, customer, 
outcomes, and evaluation (Hatry, 2007, p. 26). Each of these terms are defined and 
placed graphically into the following model (see Exhibit One):

Exhibit One: Developing an Outcomes-Based Management Strategy

The first step in developing an OBM strategy is to determine the desired outcomes. 
Outcomes are based on customer/stakeholder expectations (Miller, 2006, p. 51). Effective 
police managers need to be in contact with the public to determine their expectations of 
the police service. As a public sector agency, a police department’s bottom line is measured 
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by the services it produces which are valued by the public. This is its true measure 
of effectiveness. So, students learn that in order to develop an effective management 
strategy, they must always start at the end. We cannot know if we have succeeded unless 
we know what it is we wish to accomplish. When this has been established (outcomes), 
we then must turn all our resources toward accomplishment of the outcomes. However, 
this must be done in a planned and organized way. We must know what our current state 
is in terms of accomplishing the expected outcomes and then determine the performance 
gap between the current state and the desired future state (Comprehensive Six Sigma Black 
Belt Handbook, 2006, p. V-4). This allows us to develop measurable objectives, which will 
help to guide activities and to measure effectiveness.

The remainder of the first half of the training deals with the six steps in the process. 
A great deal of time is spent on performance measurement and developing 
an accurate method to assess performance. It has been my experience that the 
assessment piece is often overlooked or underdeveloped. This is an extremely 
important part since it deals with knowing whether we have been successful or 
not. Oftentimes, processes are put in place and set in motion, but no one determines 
if the process is having the desired impact. Organizations typically have processes 
which consume resources but are disconnected from the agency mission and fail 
to contribute to the goals. Such processes should be detected and either eliminated 
or redirected back toward the mission and goals. 

Upon completion of the first part of the training, the student is expected to produce 
an operational (business) plan which links his or her element’s processes and 
efforts with the accomplishment of the department’s expected outcomes (which 
are contained in the strategic plan). These plans consist of measurable objectives 
and strategies for accomplishing them. Progress toward the objectives is reported 
at the department’s CSTAR meetings (our version of CompStat). 

Exhibit Two: OBM Action Model
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Exhibit Two displays the OBM process in action. It shows the process in a linear 
manner and illustrates the importance of linkage between the different parts. 
It also indicates the need for outside feedback during the evaluation step, thus 
opening the loop to the users of the police service. 

The second half of the training deals with introducing the student to statistical 
process control (SPC) and to some methods to effectively evaluate process 
performance. Exhibit Three illustrates SPC (Comprehensive Six Sigma Black Belt 
Handbook, 2006, p. IX-2). 

Exhibit Three: SPC Model
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 Exhibit two displays the OBM process in action.  It shows the process in a linear 

manner and illustrates the importance of linkage between the different parts.  It also 

indicates the need for outside feedback during the evaluation step thus opening the loop 

to the users of the police service.   

 

 The second half of the training deals with introducing the student to statistical 

process control (SPC) and to some methods to effectively evaluate process performance.  

Exhibit three illustrates SPC (Six Sigma Handbook, p. IX- 2).   

Exhibit three:  SPC Model 

 

 A review of descriptive statistics is conducted.  We discuss mean, mode, median, 

range, standard deviation, and standard normal distribution (the bell curve).  This 

knowledge is used to develop the performance measurement system so that ongoing 

monitoring of processes can be conducted.  Descriptive statistics are used to describe the 

current state and to send up a “red flag” if statistically significant variation occurs.  The 

student is given training in the use of control charts to monitor and detect significant 

variation.   

 

 Exhibit four shows the basic parts of a control chart.  This tool can be adapted to 

law enforcement processes to allow managers to detect trends and be alert to statistically 

significant changes in the processes they supervisor.  Exhibit five shows a control chart 

used to graph the annual number of citizen complaints over an eleven year period.  This 

chart allows the police manager to see that there was a statistically significant decrease in 

complaints in 2005 and 2009 was close to significance.  Likewise 2002 shows an increase 

in complaints that approached significance. 

A review of descriptive statistics is conducted. We discuss mean, mode, median, 
range, standard deviation, and standard normal distribution (the bell curve). 
This knowledge is used to develop the performance measurement system so that 
ongoing monitoring of processes can be conducted. Descriptive statistics are used 
to describe the current state and to send up a “red flag” if statistically significant 
variation occurs. The student is given training in the use of control charts to 
monitor and detect significant variation. 

Exhibit Four shows the basic parts of a control chart. This tool can be adapted to law 
enforcement processes to allow managers to detect trends and be alert to statistically 
significant changes in the processes they supervise. Exhibit Five shows a control 
chart used to graph the annual number of citizen complaints over an 11-year period. 
This chart allows the police manager to see that there was a statistically significant 
decrease in complaints in 2005, and 2009 was close to significance. Likewise 2002 
shows an increase in complaints that approached significance. 
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Exhibit Four: Control Chart Basics

Exhibit Five: Citizen Complaint Control Chart

Exhibit Six shows a control chart used to track preventable police vehiculars 
(vehicular accidents which are the fault of the officer). The data points show the 
total number of preventable accidents on an annual basis over an eight-year period. 
This chart shows an upward trending from 2005 to 2008. The year 2008 shows a 
significant variation in the rate followed by a steep decline in 2009. 
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Exhibit Six: Preventable Vehiculars Control Chart

An additional example is in Exhibit Seven, which compares the amount of court 
overtime by officer to the rate of court appearances by officer. This chart tracks the 
officers on one watch at a patrol division (precinct) for a six-month period. With 
this tool, the commander is able to detect any possible abuse of court overtime pay. 
The commander can also know which officers are the most active in making arrests 
which result in a court appearance and, conversely, those who have a low arrest 
rate. These charts do not explain why this is happening in any particular case 
but simply display the rates arrayed around the mean and show any data point 
which is above or below the control limits which are three standard deviations 
from the mean (a statistically significant variation). If the police manager believes 
there is a “red flag,” then they must inquire further for the cause of the variation. 
For instance, an arrest rate that falls below the lower control limit for a particular 
officer may be due to the officer being on injury leave or any other legitimate 
reason for being absent from duty. 
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Exhibit Seven: Court Overtime vs. Number of Court Occurrences

Exhibits Eight and Nine show control charts used by a police manager to monitor 
the activity of the officers on the manager’s watch. The management team identified 
nine activities which they could relate to the accomplishment of the objectives in their 
operational plan. These activities are calls for service, reports taken, Field Interview 
Forms taken, car checks, pedestrian checks, DUIs, traffic tickets issued, state arrests, 
and city arrests. These activities relate to such goals as increasing visibility of the 
police to reduce the fear of crime, reducing vehicular accidents through traffic 
enforcement, reducing crime through tracking criminal subjects and removing 
them through arrest and/or parole/probation revocation, and increasing citizen 
satisfaction through improving service delivery. The numbers for each activity over 
a monthly period are summed to produce the officer’s activity score. These are then 
plotted on the control chart (see Exhibit Eight) for the monthly average comparisons. 
Also, the average daily activity scores are calculated by dividing the monthly scores 
by the number of days worked in patrol (see Exhibit Nine) to adjust for vacation 
leave, administrative duty, etc. In this manner, police management develops some 
insight into the performance of their officers in conducting the activities that are 
identified as important to goal accomplishment. Again, these charts are indicators 
and should not be used as the only information to evaluate officer performance. 
Unusually low activity scores should be investigated for the root cause(s). This leads 
to another part of the training that deals with root cause analysis. Control charts 
give the police manager a quantitative means of evaluation.
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Exhibit Eight: Total Monthly Activity by Officer

Exhibit Nine: Daily Average Activity by Officer

As mentioned above, the remainder of the training deals with root cause analysis. 
When nonrandom variation occurs, there is an assignable cause so it becomes 
necessary to identify it (Comprehensive Six Sigma Black Belt Handbook, 2006, p. IX-2). 
Two tools are helpful in this process: (1) process mapping and (2) fishbone 
charting. Once a cause(s) is identified, steps can be taken to remediate its impact 
and improve the process as a result.
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In order to effectively monitor and improve a process, it is essential to have a 
thorough understanding of it. Detailed process mapping helps to increase this 
understanding. The students are introduced to process mapping and shown 
examples of mapped processes. Process mapping can quickly reveal problem 
areas in a process such as duplications and unnecessary steps and authorizations 
(the students learn to identify non-value-added steps). It also helps to determine 
if the process is linked to the expected outcomes or if it has drifted away. Exhibit 
Ten is an example of a mapped process with cycle times and lead times. This map 
can be used to identify non-value-added steps (Comprehensive Six Sigma Black Belt 
Handbook, 2006, p. X-22). 

Exhibit Ten: Purchasing Process Map (Flow Chart) Example
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 As mentioned above the remainder of the training deals with root cause analysis.  

When non-random variation occurs there is an assignable cause so it becomes necessary 

to identify it (Six Sigma Handbook, p. IX-2).  Two tools are helpful in this process:  

process mapping and fishbone charting.  Once a cause(s) is identified steps can be taken 

to remediate its impact and improve the process as a result. 

 

 In order to effectively monitor and improve a process one must have a thorough 

understanding of it.  Detailed process mapping helps to increase this understanding.  The 

students are introduced to process mapping and shown examples of mapped processes.  

Process mapping can quickly reveal problem areas in a process such as duplications and 

unnecessary steps and authorizations (the students learn to identify non-value added 

steps).  It also helps to determine if the process is linked to the expected outcomes or has 

it drifted away.    Exhibit ten is an example of a mapped process with cycle times and 

lead times.  This map can be used to identify non-value added steps (Six Sigma 

Handbook, p. X-22).   

 

Exhibit ten:  Purchasing Process Map (Flow Chart) Example 
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Exhibit Eleven: Ishikawa Fishbone Chart and the Six Ms of Cause

9 

 

Exhibit eleven:  Ishikawa Fishbone Chart and the Six M’s of Cause 

 

 After the process mapping session is complete the training moves on to the use of 

the Ishikawa Fishbone Chart tool and the Six M’s of Cause (Six Sigma Handbook, p. VI-

8).  This tool which is seen in exhibit eleven is used to identify possible root causes.  

Once the process is understood a fishbone session is held with those familiar with the 

process and they begin to promulgate possible causes for the variations or problems in the 

process.  This is an attempt to identify assignable root causes.  These potential causes are 

placed into the various 6 categories as shown on the chart.  Once the group has arrived at 

a consensus of the basic cause or causes to the variation/problem an hypothesis is 

proposed and then must be tested.  For example a police manager may have detected a 

high rate of error on uniform traffic tickets (UTT’s) on the watch.  Perhaps the manager 

has a control chart which identified 3 officers on the watch who have statistically 

significant error rates on their UTT’s and further inquiry shows it is the same error:  

failure to properly set the court date.  What has caused this?  Talking with watch 

supervisors the manager develops an hypothesis that it may be a training issue which in 

the above chart would be in the material section (I have modified these categories 

somewhat since this process was originally developed for a manufacturing environment).  

To test the hypothesis the manager instructs the supervisors to give the three officers 

additional training on setting court dates on UTT’s.  Once the training is complete the 

commander monitors the error rate and in our example the error rate significantly reduces 

for all three officers.  This is a very simple example used here for illustrative purposes.  I 

have successfully used this methodology to improve very complex processes and have 

found that oftentimes some of the most confounding problems can be fixed relatively 

easily once the correct root cause is found.  This method can also be used to enhance the 

SARA model of problem solving frequently used in community oriented policing.  

   

 The training described herein is only 8 hours in length and does not examine the 

hypothesis testing piece of the SPC model (refer back to exhibit three).  A four day 

After the process mapping session is complete, the training moves on to the use 
of the Ishikawa Fishbone Chart tool and the Six Ms of Cause (Comprehensive Six 
Sigma Black Belt Handbook, 2006, p. VI-8). This tool, which is seen in Exhibit Eleven, 
is used to identify possible root causes. Once the process is understood, a fishbone 
session is held with those familiar with the process, and they begin to promulgate 
possible causes for the variations or problems in the process. This is an attempt to 
identify assignable root causes. These potential causes are placed into the various six 
categories as shown on the chart. Once the group has arrived at a consensus of the 
basic cause or causes to the variation/problem, a hypothesis is proposed, which then 
must be tested. For example, a police manager may have detected a high rate of error 
on uniform traffic tickets (UTTs) on the watch. Perhaps the manager has a control 
chart which identified three officers on the watch who have statistically significant 
error rates on their UTTs and further inquiry shows it is the same error: failure to 
properly set the court date. What has caused this? Talking with watch supervisors, 
the manager develops a hypothesis that it may be a training issue, which in the above 
chart would be in the Material section (I have modified these categories somewhat 
since this process was originally developed for a manufacturing environment). To 
test the hypothesis, the manager instructs the supervisors to give the three officers 
additional training on setting court dates on UTTs. Once the training is complete, the 
commander monitors the error rate and, in our example, the error rate significantly 
reduces for all three officers. This is a very simple example used here for illustrative 
purposes. I have successfully used this methodology to improve very complex 
processes and have found that oftentimes some of the most confounding problems 
can be fixed relatively easily once the correct root cause is found. This method can 
also be used to enhance the SARA (Scanning, Analysis, Response and Assessment) 
Model of problem solving frequently used in community-oriented policing. 

The training described herein is only eight hours in length and does not examine 
the hypothesis testing piece of the SPC Model (refer back to Exhibit Three). A four-
day course entitled Performance Optimization is taught; and on Days 3 and 4, 
methods of hypothesis testing such as Paired t-Test, Chi Square, and ANOVA are 
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presented. The student is also exposed to linear regression to detect relationships 
between variables and statistical sampling as well.

Over the last half of the 20th century and into this century, the level of education 
for policing professionals has continued to grow. It is not true that police managers 
cannot understand nor utilize many of the quantitative techniques commonly used 
in other sectors. They can. The question is, will they? A more scientific approach 
to police management promises to bring about better utilization of resources; 
reduction in risk and liability; and significant improvement in efficiency, economy, 
and effectiveness. This eight-hour block of training is now a prerequisite for 
sergeants seeking to participate in the KCMO Police Department’s promotional 
process. 

For those interested in investigating this approach further, I recommend the 
following resources:

•	

•	

•	
•	
•	
•	
•	
•	

•	
•	

•	

•	

National	 Center	 for	 Public	 Productivity,	 Rutgers	 University	 –	 https://www.
ncpp.us
Center	 for	 the	 Business	 of	 Government	 –	 www.businessofgovernment.org/
index.asp
The	Public	Strategies	Group	–	www.psg.us/index.html
Miami-Dade	County	–	www.miamidade.gov/excellence
Effective	Community	Governance	–	www.resultsthatmatter.net/index.html
Lean	Enterprise	Institute	–	www.lean.org
Research	Methods	Knowledge	Base	–	www.socialresearchmethods.net/kb
Strategy	 Aligned	 Management	 for	 Local	 Government	 –	 http://sam-lg.org/
front_page
Leading Beyond Tradition, William E. Cooper, 3 Star Publishing, ISBN 0-9767461-5-8
Performance Measurement: Getting Results (2nd ed.), Harry P. Hatry, The Urban 
Institute Press, ISBN 0-87766-734-9
We Don’t Make Widgets: Overcoming the Myths that Keep Government from Radically 
Improving, Ken Miller, Governing Books, ISBN 0-87289-480-0
Measuring Up 2.0, Jonathan Walters, Governing Books, ISBN 978-0-87289-575-1

In conclusion, I have introduced some rather complex methods and concepts in 
this brief article. It is not my intention to develop a complete understanding of 
these things in the readers but to make them aware of the new application of these 
methods to police administration. Perhaps this will start a dialogue on the efficacy 
of using them to help manage police agencies. We are in the infancy stage of using 
and adapting these techniques and I welcome observations and comments from 
my colleagues.
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Introduction

The selection and development of police officers has always been a challenging 
task for police managers and administrators. The selection process is designed to 
leave the less desirable candidates behind while advancing the best candidates on 
to the next stage of the process, culminating in only the best officers being selected 
for a career in policing.

Equally as challenging, though, is maintaining the enthusiasm and good attitudes 
that the new officers had when they entered the profession. A substantial 
body of research indicates that police recruits enter the occupation of policing 
with somewhat idealistic notions and a desire for meaningful work with the 
opportunity to help others. With exposure to the common elements of police work 
(e.g., danger, human suffering, contact with lawbreakers and social undesirables, 
public resentment and uncooperativeness, bureaucracy in government and the 
criminal justice system, etc.), however, officers tend to develop cynical and other 
negative attitudes and tend to isolate and insulate themselves from outsiders, 
retreating into a police-only subculture (Alpert & Dunham, 1997; Broderick, 1987; 
Graves, 1996; Neiderhoffer, 1967; Skolnick, 1966; Westley, 1970; among others). In 
order for administrators to be able to know how to help their officers keep their 
good attitudes and prevent them from developing negative ones, they must first 
determine the origin of those attitudes. 

Scholars of policing have long attempted to ascertain what personality traits, 
attitudes, and value systems predominate among police officers, and where those 
traits, attitudes, and value systems originate. Two general modes of thought have 
evolved throughout the years. The Predispositional Model posits that they are present 
when new recruits are hired and are generally no different than those of the public 
at large. In this theory, the attitudes of police are in place at the time they are hired. 
Socialization Theory, on the other hand, suggests that it is the occupation of policing 
itself that determines “the police working personality,” which is shaped by the 
occupational socialization of the new recruit by more experienced veteran officers 
through the process of “becoming” the police.

In this research, we look at attitudes of new recruit officers at the police academy 
stage of their career, and we compare them to veteran officers at various stages of 
their careers. Both new recruits and veteran officers were asked to identify what 
they believed were problems in policing. These police officers were given a list 
of items, and they were asked to indicate whether they believed the items were 
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problems for policing on a national level or problems that they have seen in their 
own police departments. 

Literature Review

Skolnick (1966) originally coined the term working personality to describe police. 
He found that the working personality is shaped by the inherent danger of the 
occupation and the need to use force to bolster their authority and to control 
confrontational situations. In what has become another classic study, Neiderhoffer 
(1967) describes how the occupation causes police officers to become more cynical 
over time, losing faith in people, pride, and integrity. He suggests that cynicism 
increases over time, peaking at about the tenth year of employment. Broderick’s 
(1987) work on the police personality describes four types of personalities that 
develop from the job: (1) enforcers, (2) idealists, (3) realists, and (4) optimists, 
all with varying approaches to dealing with the public, varying levels of job 
commitment, and ranging over a continuum of positive to negative. Others have 
detailed similar processes, describing changes in the individual officer over time 
and how they are influenced by the occupation (e.g., see Alpert & Dunham, 1997; 
Graves, 1996; Thibault, Lynch, & McBride, 1985). 

Not everyone, however, has agreed on the importance of socialization. Some 
research offers support for the Predispositional Model, the idea that police 
attitudes and behavior primarily reflect characteristics possessed by the individual 
upon entry into the occupation. Rokeach, Miller, and Snyder (1971), for example, 
compared police values with those of representative samples of black and white 
Americans and found support for the hypotheses that personality factors and social 
backgrounds are more important than occupational socialization in understanding 
police value systems. Caldero and Larose (2003) revisited Rokeach et al.’s (1971) 
research with similar results, finding that individual values were more important 
than occupational socialization and that police were consistently conservative 
over time. Some researchers have found little support for the development of the 
police working personality that is influenced by socialization and instead suggest 
that there is little difference between police officers and the average citizen (Balch, 
1972; Bayley & Mendelsohn, 1969; Tifft, 1974). 

While obvious organizational differences exist between different occupations, 
Van Maanen (1973) identified four phases of socialization particular to policing: 
(1) Pre-entry, (2) Admittance, (3) Encounter, and (4) Continuance. In the Pre-entry 
phase, potential officers learn about the occupation of policing in the same manner 
as anyone would. This would include both popular media and news media sources 
along with the excitement and sense of adventure with which police officers are 
usually depicted, as well as personal contacts and experiences. Van Maanen 
notes that his research supports previous work that policing tends to attract local, 
family-oriented, working-class whites seeking the security of a steady salary, and 
adds that many of the recruits in his study reported the attraction of performing 
meaningful work that was valued by society.

The second phase, Admittance, is both the formal training of the police officer after 
hiring (i.e., the police academy experience) and the beginning of the informal 
socialization process. Formal learning here is primarily task-oriented, where the 
officer learns specific tasks and the rules, regulations, and techniques needed to 



Law Enforcement Executive Forum • 2011 • 11(3) 29

perform the job. It is also in this phase that the first true one-on-one contact with 
the police subculture occurs, as well as the discipline and rigor of the paramilitary 
structure common to policing. Informally, recruits hear and discuss the “war 
stories” recounted by the veteran officers in the classroom while learning their 
new identity as police officers and the loyalty and solidarity that is needed to be 
accepted by other officers. As a participant-observer, Van Maanen (1973) notes 
that the Admittance phase serves to replace the high and sometimes unrealistic 
expectations with which the new recruit enters the occupation, and it prepares him 
or her for the harsher realities of policing that will eventually be encountered.

Those harsher realities occur in the third, or Encounter phase, in which veteran 
officers draw the distinction between the realities of the street and the idealism 
that the recruit entered the profession with and learned in the police academy. 
Assigned to a Field Training Officer, or FTO, the recruit proves his worth, loyalty, 
and dependability to others; he learns to make arrests and demonstrates his 
courage and ability to work under pressure and how he handles the varieties 
and vagaries of policing. In the fourth phase, Continuance, the recruit undergoes 
the metamorphosis of becoming a veteran police officer. While the occasional 
unexpected and exciting incident that originally attracted the recruit to the 
occupation still occurs and gives satisfaction to the officer, he or she learns the 
often mundane and routine aspects that make up a large portion of the occupation. 
It is also here that the now-veteran officer learns to negotiate the bureaucracies of 
government and the criminal justice system and forms opinions of the occupation 
and his or her supervisors, managers, and police administrators, which are mostly 
negative. The veteran officer learns to “fly under the radar,” doing as little work as 
possible and doing his job without getting into trouble. In the words of one officer 
from Van Maanen’s (1973) study,

There’s only two things you gotta know around here. First, forget everything 
you’ve learned in the academy ‘cause the street’s where you’ll learn to be a 
cop; and second, being first don’t mean shit around here. Take it easy; that’s 
our motto. (p. 415)

The Present Study

Research Methods and Statistical Procedures

This study is part of a much larger study of police perceptions. Survey respondents 
(N = 355) were used from basic police recruit academies and inservice training 
schools from the Indiana Law Enforcement Academy (ILEA) at Plainfield, 
Indiana, and the Northwest Indiana Law Enforcement Academy (NILEA) at Gary, 
Indiana, in 2003. Recruits are selected, tested, and hired by the individual police 
departments throughout the state according to their own standards and criteria, 
then sent to the ILEA or NILEA to be trained and certified as police officers upon 
successful completion of their schooling. The ILEA basic course is 15 weeks in 
length, and the NILEA basic course is 18 weeks in length. Both are certified and 
sanctioned through the Indiana Law Enforcement Training Board.

Police recruits (n = 214) from the basic course were chosen because they are at 
the beginning point of their law enforcement careers, minimizing the effect of 
occupational socialization. Sixty percent of the survey respondents are considered 
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police recruits (i.e., those with less than one year of experience as a police officer). 
While it is possible that some occupational socialization may have begun for 
recruits, with less than one year on the job, socialization would be minimal and 
far from complete, so most recruits would have very little or no police experience 
at all before attending the basic academy. Overall, police recruits should reflect 
their own individual backgrounds without significant socialization effects. By 
surveying them at the starting point of their law enforcement careers, high levels 
of bias or any expressed opinions would indicate hiring as a source of that bias.

Both ILEA and NILEA also conduct various inservice training schools for veterans 
of police departments on various subjects of interest and of use to the police. 
Inservice training schools include teaching skills such as criminal investigations, 
instructor-trainer schools, sexual abuse and child abuse investigations, martial arts, 
special weapons/tactics, accident reconstruction, and forensic sciences, among 
others. Inservice training schools vary in length and scope, and they frequently 
consist of considerable practical and hands-on training. The first author of this 
paper was granted permission to survey only certain inservice schools chosen by 
ILEA and NILEA, where the giving of a survey was practical and could be done 
with minimal disruption to the school. Forty percent (n = 141) of the police officers 
who participated in this study were involved in inservice training, and all of them 
had more than one year of experience as a police officer.

Police officers are selected to attend inservice schools according to variables such 
as the needs of their departments, costs involved to their local jurisdiction, and 
availability of human resources. The needs of the individual departments and the 
criteria for what schools and what officers will attend vary. Some officers may attend 
inservice training school as part of training for a new full-time work assignment 
within the department—for example, a transfer from the patrol division to the 
detective bureau. Others may attend to acquire skills they will use in addition to 
their regular work assignment—for example, a patrol officer who has attended an 
accident reconstruction school will remain a patrol officer and will be called upon 
within the department when his or her services as an accident reconstructionist are 
needed. Officers chosen by their departments to attend inservice training schools, 
for whatever reason, are normally veteran police officers with a significant amount 
of work experience.

Because of their work experience and having begun their careers as patrol officers, 
these officers should be well socialized into their occupation. If biases are contextual 
and the occupation of police creates or intensifies those biases, then veteran police 
officers should be significantly more biased than the new recruits who are at the 
beginning of their careers.

It is important to mention that there may be weaknesses in the sample selection 
process. Written permission was required by the ILEA for all the recruit officers 
from their police agencies. Permission was granted over 90% of the time. The 
selection of veteran officers reflects a convenience sample. Only those officers 
whose departments could afford to send them for inservice training—very likely 
among the best and the brightest in their respective departments—are included 
in the study. Therefore, the representativeness of veteran officers cannot be 
guaranteed.
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The Chi-square test was used to determine if the New Recruits group was different 
from the Veteran Officers group on a list of items that could be scored as a problem 
in policing nationally and within their own police departments. Since these items 
could be scored as a “problem” or “not a problem,” 2 × 2 contingency tables were 
generated. All of the tests had one degree of freedom. Results of these tests are 
found in the “Findings” section below. 

Sample Description

The New Recruits are an average of about five years younger than the Veteran 
Officers (Table 1). Most of the respondents to the survey are Caucasian. However, 
the New Recruits were slightly more racially diverse than the Veteran Officers. 
About 9% of the New Recruits and 3.5% of the Veteran Officers are not white. 
Nearly all of the New Recruits (91%) and Veteran Officers (94%) are male.

Table 1. Demographics

Variable New Recruits Veteran Officers

Age
      Mean 28.1 33.2
      Median 27.0 32.0
Race
      Caucasian 90.7% 96.5%
      Not Caucasian 9.3 3.5%
Sex
      Male 90.7% 94.3%
      Female 9.3 5.7

New Recruits, n = 214; Veteran Officers, n = 141

Findings

Respondents were asked to rate a series of items as either “a problem” or “not a 
problem” in policing across the nation. The same items were presented later in 
the survey, and respondents were asked if they were “problems” in the police 
departments where they were employed. Table 2 provides the list of items that 
respondents were asked to rate as “problems” in policing, the percentage of those 
who believed these were “problems” with policing nationally and within their 
own departments, and Chi-square values.
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Table 2. Percent Agreeing that Items Are Problems with Policing on a 
National Level and Within Own Department

 
Items

Problem Nationally Problem in Own Department

New  Veteran  
Recruit Officers X2

New  Veteran  
Recruit Officers X2

Political bickering
Lack of funding
Lack of ongoing training
Outdated equipment
Insufficient equipment
Lack of manpower
Police brutality
Police corruption
Racial profiling
Violations of Constitutional rights
Lack of professionalism
Out of touch with community
Public misunderstands police
Lack of public support
Lack of diversity
Uncooperative prosecutor
Bureaucracy/red tape/paperwork

70.6
83.2
63.6
39.3
43.0
73.4
15.0
36.4
23.4

8.9
31.3
35.5
63.6
61.2
17.8
28.0
43.0

68.6
84.4
51.8
46.8
51.4
73.0

9.9
18.4
12.1

7.8
31.2
23.4
57.1
66.7

9.9
36.2
58.9

0.159
0.092
4.870 **
1.989 *
2.423 *
0.004
1.902

13.308 ***
7.098 ***
0.127
0.000
5.858 **
1.461
1.088
4.166 **
2.616 *
8.570 ***

53.3
68.7
46.7
33.2
33.6
54.2

0.9
3.7
3.7
0.9

15.9
8.9

36.4
24.8
11.2
12.6
23.4

68.8
72.3
36.2
41.8
36.9
65.2

1.4
4.3
2.8
2.8

17.7
9.2

32.6
29.8

7.1
27.1
36.9

8.495 ***
0.540
3.877 **
2.751 *
0.391
4.272 **
0.179
0.060
0.211
1.851
0.208
0.012
0.547
1.093
1.668

11.913 ***
7.582 ***

* < 0.10; ** < 0.05; *** < 0.01

About 70% of New Recruits and Veteran Officers agree that political bickering is 
a problem in policing at the national level. And while slightly over half of New 
Recruits believe that political bickering is a problem in their own departments, 
Veteran Officers believe the problem to be much worse (nearly 70%). Interestingly, 
Veteran Officers see political bickering to be equally as bad of a problem nationally 
as it is in their own departments. 

Both New Recruits and Veteran Officers agree that lack of funding is a problem 
in policing, with over 80% of both groups citing it as a problem nationally. Lack 
of funding is considered slightly less of a problem within their own departments. 
About 70% of both groups see funding as a problem in their own departments.

The lack of training, issues related to job-related equipment, and resources were 
items of concern for many respondents. As for lack of ongoing training, New 
Recruits considered this item to be more of a problem than did Veteran Officers at 
both the national and local levels. On the other hand, Veteran Officers considered 
outdated equipment to be more of a problem at the national and local levels 
than did New Recruits. Veteran Officers considered insufficient equipment at 
the national level to be more of a problem than that reported by New Recruits. 
When it came to the local level, however, about one-third of both New Recruits 
and Veteran Officers agreed that their equipment was insufficient. About three-
fourths of respondents from both groups agreed that the lack of manpower was 
a problem at the national level. At the local level, however, about two-thirds of 
Veteran Officers believed manpower was a problem. Slightly more than one-half 
of New Recruits considered manpower to be a problem. 
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While there was no significant difference observed between the two groups on 
the “Police brutality” item, it is somewhat remarkable that between 10 and 15% 
of the groups believed that brutality was a problem with policing at the national 
level. Only about 1% of respondents believed brutality to be a problem in their 
own departments. About twice as many New Recruits as Veteran Officers believed 
that police corruption was a problem with policing at the national level. There is 
virtually no difference observed between the two groups in the perception that 
corruption was a problem within their own departments (only about 4% of both 
groups). The same pattern is observed regarding racial profiling. At the national 
level, New Recruits believed that racial profiling was more of a problem than what 
Veteran Officers believed. While one in four New Recruits believed that racial 
profiling was a problem at the national level, only about one in eight Veteran 
Officers considered it to be a problem. Within their own departments, however, 
very little concern was expressed by either group over racial profiling. 

There are no significant differences observed between New Recruits and Veteran 
Officers on the next two items: “Violations of Constitutional rights” and “Lack 
of professionalism.” Less than one in ten officers in both groups indicated that 
they believed that police were violating the Constitutional rights of citizens at the 
national level, and less than 3% of both groups believed that to be the case within 
their own departments. Likewise, about one-third of both groups rated the lack 
of professionalism to be a problem at the national level and between 16 and 18% 
considered professionalism to be a problem within their own departments. 

About one-third of New Recruits indicated that police officers at the national 
level were out of touch with the communities they served. Less than one-fourth 
of Veteran Officers believed that police were out of touch with their communities. 
No differences exist between the groups at the local level. Less than 10% of 
both groups believed that their fellow police officers were out of touch with the 
communities they served. There is also general agreement among officers in both 
groups that the public does not understand policing and does not support them. 
These problems are considered more pronounced at the national level than within 
the communities they served.

At the national level, New Recruits were twice as likely to consider the lack of 
diversity to be a problem as Veteran Officers (17.8 versus 9.9%). But at the local 
level, there was very little difference between the two groups. Between 7 and 11% 
of respondents believed that a lack of diversity was a problem for the departments 
in which they worked. Veteran Officers were more likely than New Recruits to 
indicate that “Uncooperative prosecutors” and “Bureaucracy” were problems in 
policing at both the national and local levels. This difference is most pronounced 
at the local level where twice as many Veteran Officers (27%) than New Recruits 
(13%) reported that uncooperative prosecutors were problematic. 

Conclusions

While our research suggests that new recruits sometimes hold different beliefs and 
values, there is also evidence that new recruits are influenced by veteran officers 
through occupational socialization and that this socialization is complex and 
dynamic. This research finds support for the Socialization Model in general and 
for Van Maanen’s (1973) research in particular. While it may seem a contradictory 
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statement on the surface, it is not illogical to assume that the Predispositional 
Model and the Socialization Model are necessarily mutually exclusive and 
dichotomous. In any occupation, the neophyte is seldom completely prepared to 
step in and begin performing the job tasks required of him or her without learning 
at least some parts of the job from his or her peers. Policing is an occupation that 
most people have at least some understanding of prior to making the decision that 
it is a profession they wish to enter, even though that idea may be an idealistic 
one that is shaped unrealistically and has been distorted by popular culture and 
the news media. Most people, for example, probably have little idea what the 
occupation of “sociologist” entails and would not recognize the predisposition of 
traits or attitudes they may possess for that profession without direct contact and 
understanding of it. Everyone does have some idea of what the job of police officer 
entails, however, after a lifetime of exposure to video games, movies, TV, and news 
media stories about police before ever taking the first step toward being hired. 

The first or Pre-entry phase that Van Maanen (1973) describes may well be the most 
important one, dealing with both the attitudes and ideas the recruit brings into the 
occupation as well as the ones that are learned through socialization. It is to the 
police administrator’s benefit and the benefit of trainers, then, to be reminded that 
police officers, especially new police officers, may undergo considerable change. 
Some of the attitudes and values brought to the occupation by the new recruit are 
already in place at the time of hiring, and some of them are shaped by the police 
subculture and peers after hiring. 

Are we to be concerned about some of the attitudes and beliefs that are held by 
new recruits that are less than complimentary of the policing profession? While 
new recruits tend to look favorably upon colleagues within their own departments, 
many also expressed the belief that police brutality and corruption are relatively 
common elsewhere. Additional research is needed in this area to more fully 
understand new recruits. 
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Mastrofski (2004) contends that discretion is a “rarely understood phenomenon” 
in local law enforcement management. Perhaps a solid understanding of discretion 
is so elusive because law enforcement managers are unsure of how to broach the 
topic in training. This paper uses recent research on police discretion to provide a 
window through which managers might be better able to enhance their training 
capabilities. We will present a two-pronged approach to training officers about 
discretion. The first component of this approach is the use of scenarios to provoke 
deep understanding and discussion, while the latter is the use of the Target Model 
of Discretion to foster breadth of awareness of discretionary constraints and how 
these are prioritized. In this paper, we will explain why discretion is an important 
training topic, discuss the benefits and drawbacks of our approach, and detail the 
specific mechanics of the training regimen that we prescribe.

Why Train Discretion?

The discretion of front-line police officers has been argued to be in decline due 
to increases in information technology and administrative monitoring, thus 
limiting officers in their decision of whether to apply the law (Chan, 2003; Ericson 
& Haggerty, 1997; Rowe, 2007). However the need for professional autonomy 
remains, allowing officers the ability to use discretion based on their professional 
experience (Davis, 1996). Discretion is occasionally viewed by administrators 
as a source of legal liability (Romzek & Dubnick, 1987). In order to counteract a 
department’s liability, strict Standard Operating Procedures (SOPs) are written. 
Given the high stakes of law enforcement, SOPs limit the legal liability that 
comes along with police powers that include the power and ability to suspend an 
individual’s freedom; to search and seize property; and to use various levels of 
force, including deadly force, to gain compliance from the public.

SOPs, however, do not override the need for discretion. SOPs do not provide step-by-
step instructions on how to handle every situation (Lowi, 1969). Additionally, when 
officers are in a dangerous situation, immediate action will be required without 
benefit of referencing a policy manual. In a day-to-day occurrence, the SOPs may 
be too restrictive, not allowing the patrol officer enough leeway to efficiently do his 
job (Lipsky, 1980; Maynard-Moody, Musheno, & Palumbo, 2003).

With the need for discretion defined, the question of how to train discretion 
remains. De Lint (1998) proposes that agencies train discretion by means of one of 
two policies: the first is to require more education for police officers; the second is 
through judgment or technical training. De Lint suggests that judgment training is 
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the preferred method. Judgment training focuses on having the student learn the 
proper habits of judgment. The student is introduced and put through repetitive 
drills or role plays. It requires the “resolution of a police intervention according to 
ethical, legal, professional, and occupational standards, principles, and objectives” 
(De Lint, 1998). The situations are based on prospective actions and require real-
time responses.

The Advantages of Scenarios in Research

Since the 1950s, scenarios (also commonly referred to as vignettes) have found a 
particular function in social science research, being used by social scientists and 
anthropologists (Gould, 1996). The use of scenarios enables a superior technique 
for identifying and/or measuring attitudes and behavior than other traditional 
methods such as questionnaires. Questionnaires tend to be nonstimulating for the 
participant, while scenarios provoke more meaningful and considered answers 
(West, 1982). West suggests that “it captures something approximating a real-
life situation in that unlike the abstract attitude item it involves some degree of 
contextualization. Some writers would go further than this and argue that its life-
like quality produces responses which are more likely to be predictive of behavior” 
(p. 1). Alexander and Becker (1978) cite that questionnaires and interviews are 
not well-suited for the research of attitudes and behaviors since questions are too 
abstract. Respondents will answer such questions based on the mental picture they 
acquire; the solution to this problem is creating a concrete and detailed situation 
in the form of a scenario. 

The use of scenarios allows the stimuli that provokes the response to be 
standardized while at the same time makes the decisionmaking situation more 
real. Gould (1996) notes that observation is expensive, time consuming, and full 
of practical difficulties that can be avoided with the use of scenarios. Scenarios 
provide the capability to collect information simultaneously from a large group 
of people, allows the manipulation of a single variable, and allows for the 
absence of the observer effect (i.e., Hawthorne effect) and avoidance of ethical 
dilemmas. Herskovits (1950) argues that hypothetical situations allow a method 
for introducing topics that the respondents may be reluctant to talk about (such as 
ethical dilemmas, political pressures, etc.). 

Scenarios have been specifically adapted to study officers’ reactions—and to train 
officers to respond appropriately to—stressful situations. For instance, Watson, 
Corrigan, and Ottati (2004) use vignettes to understand officers’ reactions to 
dealing with individuals suffering from schizophrenia. Similarly, Bahora, Hanafi, 
Chien, and Compton (2008) use vignettes to understand officers’ views of social 
distance and self-efficacy when dealing with substance abusers and the mentally 
ill. Togher and colleagues (2006) explain that vignettes can help train actors in 
the legal system to deal appropriately with individuals who are burdened by a 
range of communication disorders. Price (2005) explains that training, including 
scenario-based training, can help to foster communication between managers 
and subordinates in police agencies while also opening up avenues for dialogue 
between researchers and officers. The preceding examples illustrate the viability of 
scenario-based training. In the next section, we will explain our approach.
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Our Approach

There are some caveats in order before we detail our approach. Foremost, training 
officers should consider that the phenomenon of discretion is inextricably linked 
with the idea of accountability. Unfortunately, accountability has come to have 
a negative connotation due to its use as a handy buzzword in the sensational 
accounts of journalists. Very rarely do we hear the term accountability without 
associating the concept with its shortcomings or beginning to apply blame. For this 
reason, we urge trainers to avoid introducing the word accountability until the later 
stages of the training process. In our estimation, however, it is entirely appropriate 
and perhaps necessary to discuss the concept. Another consideration is that the 
scenarios we provide for exemplary purposes are addressed to command staff 
members. Trainers should reword these scenarios for use with front-line officers. 
Along the same lines, trainers should make scenarios relevant to the environment 
in which their respective agencies operate. While our example scenarios are 
designed to be universally applicable, trainees will benefit from exposure to 
scenarios that mimic common dilemmas in their service jurisdiction. While this 
type of training is atypical, the guiding principle here is no different than other 
forms of training, whether for impaired driving or firearms handling. In short, 
practice enhances the likelihood of an appropriate behavioral reaction or decision. 
This same logic applies to the Target Model that we describe later in the paper. In 
order to make decisions, many of which are difficult to begin with, an officer must 
have a rudimentary awareness of his or her particular preferences, values, and 
biases and how those comport with peers, managers, and other critical actors in 
the criminal justice system. Finally, our training scheme is in its infancy. Frankly, 
this approach has promise but needs a great deal of testing in the real world. We 
envision that the learning which takes place as a result of implementation of our 
approach to training will be reciprocal. Officers and managers will gain something 
from the training and we, as researchers and teachers, will be able to modify and 
improve the model for future research and teaching.

Scenario-Based Training

As we explained above, scenarios are helpful training aids for several reasons. 
Foremost, scenarios are apt to hold trainees’ attention because they each tell an 
interesting story. This is especially true if a given scenario is realistic in the sense that 
an officer could envision finding him- or herself in the situation that the scenario 
portrays. Perhaps most importantly, scenarios are not amendable to “correct” 
answers. Scenarios thus drive home the point that life takes place not in black 
and white, but in various shades of gray. For this reason, scenarios require deep 
thought and probing inquiry beyond the trainee’s initial response. The trainee’s 
immediate reaction to a scenario is not meant to be an end in itself. Instead, the 
trainer should use these reactions to dive deeply into an officer’s rationale for 
giving a particular response and help the officer to comprehend the ways in 
which his or her values and experiences have influenced the response. Scenarios 
are likely to produce a variety of responses, and more importantly, a variety in 
supporting argumentation in favor of each response. Thus, scenarios should first 
be administered to individual officers. Afterward, officers should discuss their 
reactions with peers and managers. One helpful method that has gained support 
in university classrooms is the “Think, Pair, Square, Share” approach (Lyman, 
1981). Here, the instructor provides ample time for each participant to develop an 
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initial answer to the puzzle at hand (think). Next, the instructor pairs respondents 
and allows them time to share their reactions and question one another (pair). 
Afterward, sets of respondent pairs should be grouped into larger groups of four 
(square). Finally, the discussion should be open to the entire group for a broader 
discussion (share). This multi-phasic approach will help respondents appreciate 
different responses and supporting rationales and will serve an ancillary benefit 
of laying the groundwork for future team-building exercises. In the following 
sections, we will offer two representative scenarios and discuss how a training 
instructor could use each to expand awareness of discretion.

Two Typical Scenarios

Scenario A. “The Old Salt”

LaFrance (2010) used the following scenario as a way to open discussion with 
sheriffs and police chiefs about two distinct forms of accountability—professional 
and bureaucratic:

One of your investigators, Detective Marlowe, is known for the aggressive, 
“old school” tactics that he employs during the course of his work on 
difficult cases. While he is one of your best officers, solving almost all of his 
assigned cases with a very laudable conviction ratio, some sergeants in your 
department disagree with his tactics because he often disregards standard 
operating procedures. Detective Marlowe does this, he claims, because “going 
by the book” hampers his ability to get his job done. The SOP, he argues, fails 
to account for the specific demands and nuances of his investigative work. 
These sergeants are complaining that his behavior is unprofessional, citing 
the Detective’s lack of civility and the brash tone he takes with prisoners. 
These sergeants have asked for your advice. What would you say? (p. 155)

While officers might answer that Detective Marlowe should be allowed to bend 
the SOPs or that he should be reined in and forced to comply with the SOPs, 
the scenario helps officers to see that accountability, as a facet of discretion, is 
not dichotomous. Instead, discretion takes place in a world where answers are 
constantly changing. Here, too, a training instructor can gain a sense of what 
his officers know about the processes and reasoning that their supervisors use 
to create departmental policies. This scenario also offers up the question, “When 
is discretion acceptable, and how will I know when to use discretion?” Finally, 
this scenario allows for a rich discussion of ends and means that is not typically 
present in regular training activity. Here, officers might discuss whether process or 
outcome is most important, or in more practical terms, whether efficiency (quickly 
getting confessions) and effectiveness (successful convictions) are desirable if they 
come as a result of rule-bending or even rule-breaking. So often, public servants 
are expected to focus on outputs and outcomes, while an insatiable electorate 
continues to demand more of these with relatively static resources. Even managers 
can find themselves enchanted with ends to such a degree that they neglect such 
fruitful discussions of means. A final illustrative point with this scenario is that it 
could also provide an opportunity for the subject of ethics to be raised. Our next 
scenario has the potential to sharpen these lessons.



Law Enforcement Executive Forum • 2011 • 11(3) 41

Scenario B. The Drunk Trap

LaFrance (2009) used the next scenario to talk with chiefs and sheriffs about the 
tension between departmental policies and local political concerns:

Big Bill and some of his diehard customers have a bone to pick with you. As 
you know, Big Bill’s Bar and Grill is the most happening place in town. Every 
weekend, hundreds of patrons come to Big Bill’s to drink, dance, and blow off 
steam. However, Big Bill and his patrons complain that one of your officers 
waits just across the street from the bar’s parking lot every Saturday night, 
hoping to snag a DUI offender. Big Bill says that the constant police presence 
is a threat to his business revenue, and advises you to make it go away if you 
expect any of his money or influence in the upcoming election [or, for chiefs, 
if you don’t want him to complain to the city manager, mayor, and council]. 
After this conversation, you meet with your officer to get his take on the 
situation. His response is, “You see, Sir, that’s where all the drunks are. The 
SOP says to stop and arrest drunk drivers. Isn’t that my job?” (p. 75)

Here, trainees might be forced to struggle with the broader context of their 
occupation, namely the political environment. This scenario is effective because it 
helps officers to realize that there is never a way to satisfy all members of the public. 
For instance, if enhanced presence at the bar continues, Big Bill and his customers 
are likely to be angered. However, if DUI enforcement is reduced, MADD and 
other community groups are likely to be incensed. Thus, officers responding to 
this scenario may be forced to think critically about measures that could be taken 
to appease both sets of citizens while maintaining the integrity of departmental 
policy. One novel approach to the situation that managers offered, for instance, is 
to be more proactive in educating the bar’s patrons about drinking and driving 
and even going as far as to offer rides to inebriated revelers on special occasions 
(e.g., New Year’s Eve).

Challenges with Scenarios

While scenarios are great tools for sparking deep debates and getting to know 
how officers think about discretion, they present some challenges that the trainer 
should take into consideration. First, being successful at using scenarios requires 
a considerable time investment. Realistically, a trainer should expect to spend 
an entire session using one scenario. This will enable all participants to actively 
contribute to debates and discussions. Second, scenarios can be difficult to create 
because they have to have broad appeal while also remaining realistic. This means 
that scenario-based training should be viewed as a continuous process which 
requires researchers and managers to begin with broad scenarios and, over time, 
zero in on specific agency concerns (once these are known) with more narrow, 
detailed vignettes centered on a given topic of concern. Finally, scenarios do not 
allow trainers to develop broad generalizations about aggregate officer attitudes 
and choices. Depth, in this instance, comes fully at the expense of breadth. Hence, 
scenarios might be enhanced with the second facet of our training regimen: the 
Target Model of Discretion.
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The Logic of the Target Model

In determining the weights of the factors that influence discretion, it would be 
helpful to look at Ronald Dworkin’s (1977) Doughnut Model of Discretion. The 
doughnut hole represents the amount of appropriate discretion allowed, with 
the ring representing a restrictive belt. Kleinig (1996) explains that this model 
presents appropriate discretion as a relative phenomenon because “The standards 
relevant to judging exercises of discretion will . . . be relative to the norms that 
are implicit in that particular ring—the ring of norms governing legal, judicial, 
police, or other practice” (p. 4). The Target Model takes this rationale a bit farther 
by allowing for simultaneous consideration of multiple rings of constraint (see 
Figure 1). This, in turn, forces the trainee to make difficult value judgments. These 
value judgments, of course, help an officer to build a foundational understanding 
of how he or she thinks, and this will come in handy in high stress situations that 
require discretionary decisions be made quickly.

Using the Target Model of Discretion

The Target Model has proven useful for understanding differences between front-
line officers’ and command staff members’ discretionary priorities (LaFrance, 2011). 
The model is so simple that it is almost intuitive. Very simply, respondents are 
offered a multi-ringed target and asked to fill the target in with top discretionary 
priorities closest to the bull’s eye of the target and less influential priorities listed 
in rings further away from the bull’s eye. This takes no more than 10 minutes for 
a trainee to complete and offers broad, quantifiable data that trainers can use for 
analysis. As with scenarios, the Target Model allows for deeper discussion. Once 
a general trend is uncovered, trainers can focus training sessions on highlighting 
the importance of discretionary priorities that do not appear to be influential. This 
model is unique in that it allows for a dialogue to develop between rank levels in 
the agency that might foster greater trust and understanding—attributes that any 
supervisor-subordinate team needs in place in order to manifest organizational 
development and leadership. LaFrance and Ewing (Forthcoming) provide a step-
by-step set of instructions for using the Target Model in training activities.

The Need for Continuous Training

It is worth noting that these training tools must be used in order to achieve the 
desired purposes. Police work requires perpetual training because the environment 
and the demands of politicians, members of the public, professional associations, 
and other stakeholders are in constant flux. Additionally, because the topic of 
discretion is so nuanced and complex, trainers cannot reasonably expect officers to 
immediately internalize all of the large, looming ideas that these training exercises 
illuminate. Instead, officers need to be exposed to rigorous and regular training 
so that they can appreciate the many useful purposes that discretion serves while 
avoiding some of the pitfalls that often accompany its use.
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Figure 1. The Target Model of Discretion
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Figure 1:  The Target Model of Discretion Conclusion

In this paper, we have presented a two-pronged approach to training officers in 
the effective use of discretion. This approach can be used to guide managers in 
initiating conversations with their officers about appropriate responses to difficult 
situations as well as in communicating and justifying managers’ ideal priorities to 
front-line staff. 

Of course, this approach is very basic and has some notable shortcomings at 
present. Foremost, managers who choose to implement our training regimen 
should bear in mind that the information gathered will not be generalizable to other 
agencies, and in some instances, the findings will be subject to change based on 
future circumstance. For instance, an agency’s collective view of the priority level 
of legal liability concerns might be completely altered by high-profile events in the 
judicial system or the introduction of a lawsuit against the agency. Thus, training 
based upon our approach is not intended to be a long-standing panacea for all 
department ills. Instead, such training should be conducted frequently and used 
mainly as a mechanism for uncovering and addressing communication gaps and 
disparity in opinion between command staff members and their subordinates.

Future studies utilizing our methods are necessary and forthcoming. Currently, 
members of the research team are engaged in large N survey research with county 
sheriffs in three states, using an instrument that combines scenarios and the Target 
Model. It is our hope that findings from this survey will provide more external 
validity to our results and methodology. More vigorous research is also needed 
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to shape scenarios in such a way that they are, at once, broadly applicable while 
also including elements that address the concerns of specific respondent groups. 
Here, researchers might reach out to members of the law enforcement community 
for guidance and, hopefully, collaboration in creating more realistic and complex 
scenarios. Members of the research team have been working with several state 
sheriffs’ associations to get feedback regarding the shortcomings of a handful of 
vignettes. With their input, members of our research team should be able to make 
the scenarios more realistic and, thus, more useful for training purposes.

In short, our approach is in its infancy. Through future research efforts and 
collaboration with practitioners, we hope to see incremental maturity and 
development in our training regimen.
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Introduction

The Fourth Amendment of the U.S. Constitution and subsequent jurisprudence 
regulate the abuse of the powers of the police by prohibiting unreasonable searches 
and seizures. In this regard, police officers need to develop knowledge on case laws in 
order to meet the requirements of the law when performing their duties (Hirokawa, 
2000). An officer who understands and follows search and seizure standards is 
more likely to recognize questionable circumstances in the performance of his or 
her job. This knowledge enables an officer to highlight the essential facts in his or 
her reports that support actions he or she takes, thereby eliminating contentious 
cases. Similarly, police officers who understand laws and standards governing 
search and seizure issues could potentially reduce case dismissals and, thereby, 
reduce liability for themselves and the department (“Deliberate Indifference,” 2005; 
Heffernan & Lovely, 1991; Kappeler, 2006; Klotter, 2002). 

Training of police officers is very important. Often, new police officers have been 
found to be most likely guilty of brutality or in violation of departmental policies 
(Palmiotto, 2003). Police officers’ understanding of Fourth Amendment search and 
seizure rules has been especially important since 1961 when the Supreme Court 
held that the exclusionary rule was applicable to states in Mapp v. Ohio (Perrin, 
Caldwell, Chase, & Fagan, 1998). Since then, in order for states to prosecute 
criminals effectively, it has become imperative that police officers understand and 
abide by the rules governing search and seizure. 

These rules, however, have become exceedingly more complex, making it difficult 
for police officers to keep current in the area. While the courts often state that their 
Fourth Amendment decisions are guided, at least in part, by a desire to create 
rules for police officers on the street, some critics assert that rules governing search 
and seizure are so hopelessly complex that few officers can understand them 
(Hirokawa, 2000). 

There could be many reasons why the misapplications of the law could occur in 
search and seizure. Search and seizure laws are complex, and police officers may 
have difficulty understanding the laws in some situations. This research explored 
police officers’ knowledge and the amount of training they have received in search 
and seizure law. 

The purpose of the current research is to analyze police officer knowledge and 
test their application of search and seizure law by using recent and past court 
decisions. Specifically, it addresses the following research questions: 

1. Does police academy training effectively teach officers the constitutional 
requirements associated with search and seizure law?
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2. Do police officers retain police academy training as it applies to the constitutional 
requirements associated with search and seizure law?

3. Do police officers receive adequate inservice training on constitutional 
requirements associated with search and seizure law? 

Literature Review

Since the early 1900s, there has been research into police training. The first national 
organization to research police training was the National Commission on Law 
Observance and Enforcement, later known as the Wickersham Commission. The 
Commission recognized that new police officers needed formalized training, and 
surveys were conducted to assess the training police officers received (Palmiotto, 
2003).

Beginning in the 1940s, both the New York Association of Chiefs of Police and the 
New York Sheriff’s Association recognized that states needed to mandate police 
training. Police training standards led to developing minimum requirements 
in terms of curriculum and number of hours to be taught. Several commissions 
followed afterwards. These commissions identified numerous shortcomings in 
police training, and police training improved, partly in response to their work. 
Not only were minimum training requirements created for new police officers, but 
mandatory, inservice training was established. These commissions reported that 
initial training in police academies was insufficient (Palmiotto, 2003).

It is difficult to discuss the development of police training and professionalism 
without mentioning O. W. Wilson. He became the police chief of Wichita, Kansas, 
and he soon began making improvements to training police officers. He required 
all new police recruits to attend three weeks of training that later was extended 
to 17 weeks. Wilson then instituted what is now known as “roll call training” 
during which officers receive 10 to 15 minutes of training prior to patrolling. 
Inservice training was developed which included college professors holding 
weekly meetings. Training which mandated officers to complete college courses 
was also expanded by Wilson. The Wichita Police Department came to be known 
as the West Point of policing because of the emphasis placed on training and 
professionalism (Palmiotto, 2003).

Landmark Cases

With the evolution of police training, one of the topics that has to be taught is 
criminal law. Much of the law that is taught has been derived from court decisions. 
Court cases have dramatically changed how police officers conducted searches 
and seizures. Prior to the U.S. Supreme Court decision in Mapp v. Ohio (1961), 
search and seizure requirements were relatively simplistic, especially for local and 
state law enforcement officers. Under a previously held Supreme Court case, Wolf 
v. Colorado (1949), the state was not required to exclude evidence from unlawful 
searches. The Supreme Court in Mapp reversed its earlier holding and found that 
evidence obtained by a search and seizure in violation of the Fourth Amendment 
was inadmissible in state courts.

Another landmark search and seizure case is Terry v. Ohio (1968). This case set 
the guidelines for the stopping and frisking of an individual. According to Terry, 
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a police officer may detain an individual if an officer has reasonable suspicion to 
believe that a crime has occurred, is going to occur, or is occurring. An officer may 
also frisk (i.e., conduct a cursory pat down of outer clothing) an individual who 
is believed to have a weapon to ensure the officer’s safety. The stop and the frisk 
justifications are two distinct standards. Having justification for a stop does not 
automatically mean the officer has met the higher standard for the frisk. 

Another important case is Illinois v. Gates (1983). This case was significant in 
establishing the “totality of the circumstances” standard in respect to probable 
cause. The Supreme Court dismantled a two-prong test and adopted a new 
standard. In the previously held two-prong test, facts had to be separated and 
were independent of each other. The Supreme Court reasoned that facts did not 
need to be independent of each other. Instead, all the facts and circumstances 
surrounding an incident of search and seizure would be looked at all as a whole 
instead of as separate parts. The Gates decision was significant because it no longer 
allowed the absence of one factor to prevent the development of probable cause in 
search and seizure cases. The Supreme Court understood that police are involved 
in rapidly changing circumstances, and they have to make decisions based on all 
of the known information or the “totality of the circumstances” (Hirokawa, 2000).

Since these early landmark cases, the Supreme Court has handed down numerous 
rulings on search and seizure. A comprehensive review of these cases is beyond 
the scope of this study. These decisions have addressed a wide range of topics, 
including elements of probable cause (Doyle, 2000; Hewitt, 2000; United States v. 
Yusuf, 2006; Wyoming v. Houghton, 1999), investigatory stops (Markus, 1998; Pelic, 
2003; United States v. Arvizu, 2002; Whren v. United States, 1996), search incident 
to arrest (Ravenell, 2004), good faith exemptions (Hirokawa, 2000; United States 
v. Leon, 1984), exigency (United States v. Huffman, 2006), as well as others. The 
following section reviews the areas of case law that are most relevant to the current 
study, including searches pursuant to arrests (seizures). 

Relevant Case Laws

Case law has been reviewed in search and seizure in order to develop and analyze 
a survey instrument. In Thornton v. United States (2004), the court held that a police 
officer who had made a lawful custodial arrest of an occupant in a car was allowed 
to search the car’s passenger compartment, even though the officer’s first contact 
with the accused occurred after he or she left the car. In this case, the driver drove 
into a parking lot, parked, and left the automobile before a city police officer had 
the opportunity to pull over the car which had license tags that belonged to another 
vehicle. The officer approached the driver and, after finding marijuana and cocaine 
in the driver’s pocket, arrested him. Incident to the arrest, the officer searched the 
automobile and found a handgun under the driver’s seat. The U.S. Supreme Court 
held that when a police officer made a lawful custodial arrest of an occupant of 
an automobile, the federal Constitution’s Fourth Amendment allowed the officer 
to search the vehicle’s passenger compartment as a contemporaneous incident of 
arrest.

In a recent case, the Supreme Court has dealt with an issue of warrantless searches. 
In Georgia v. Randolph (2006), a police officer arrived at a married couple’s house in 
Georgia when the wife called the police for help in a domestic dispute. The wife, 
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in the presence of the husband, volunteered to the officer that there was evidence 
in the house of the husband’s illegal drug use. The husband unequivocally refused 
the officer’s request for permission to search the house without a warrant; however, 
the wife consented to a search and led the officer to the evidence. The police seized 
this evidence and, after obtaining a search warrant, seized further evidence of 
drug use. The husband was indicted under state law for cocaine possession. He 
moved to suppress the evidence on the basis that it had been obtained as a result of 
an illegal search. The Georgia Supreme Court determined that the wife’s consent 
to the search was invalid in the face of the physically present husband’s refusal. 
The Supreme Court affirmed this decision.

In another warrantless search case, the Supreme Court found in Brigham City v. 
Stuart (2006) that the Fourth Amendment was not violated by the warrantless 
entry of a home by police when they had a reasonable basis for believing that the 
occupants were in physical danger. Four police officers responded to a call about 
a loud party at a residence. They arrived at the house and heard shouting from 
inside. They proceeded down the driveway and saw two juveniles drinking beer 
in the backyard. The officers entered the yard and saw, through a screen door 
and windows, a juvenile punch an adult. One of the officers opened the door and 
announced their presence. The officers entered the kitchen and again announced 
themselves. As the occupants became aware that the police were present, the 
altercation ceased. The officers arrested three of the adults and charged them with 
contributing to the delinquency of a minor, disorderly conduct, and intoxication. 
The Supreme Court held that the Fourth Amendment was not violated by the 
warrantless entry of a home by police when they had an objectively reasonable 
basis for believing that an occupant was seriously injured or imminently threatened 
with injury. The Supreme Court found that the officers had an objectively 
reasonable basis for believing both that the injured adult might need help and that 
the violence in the kitchen was just beginning.

The Supreme Court heard another recent case involving the search and seizure 
of a motorist in Illinois v. Lidster (2004). About one week after a fatal hit-and-run 
accident, police officers set up a highway checkpoint in the area of the accident to 
obtain information from motorists about the incident. During this time, officers 
stopped each vehicle for 10 to 15 seconds and handed each driver a flyer requesting 
information about the accident. As one driver approached the checkpoint, his 
vehicle swerved, nearly hitting an officer. The officer smelled alcohol on the 
driver’s breath and directed the driver to a side street where he administered a 
sobriety test. The driver was subsequently arrested, charged, and convicted for 
driving under the influence of alcohol. The Supreme Court held that stops at a 
highway checkpoint do not violate the Fourth Amendment’s prohibition against 
unreasonable seizures if there is a grave public concern and the stops interfere 
minimally on a person’s liberty.

These jurisprudence examples illustrate the complex nature of search and seizure 
requirements. In addition, these examples illustrate the necessity for police officers 
to understand the evolving nature of the rules on searches and seizures.
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Research on Training in Search and Seizure

Even though police knowledge of Fourth Amendment rules is important, very 
few efforts have been made to determine whether police officers understand 
the complex rules governing search and seizure. Only three studies explicitly 
examined police knowledge of search and seizure law (i.e., Heffernan & Lovely, 
1991; Hirokawa, 2000; Perrin et al., 1998). Two other studies (Orfield, 1987; Skolnick, 
1966) peripherally addressed the issue. The findings of each of these studies are 
briefly summarized below.

In the mid-1960s, Jerome H. Skolnick spent several months observing the activities 
of a police department in a mid-sized city in California. The bulk of Skolnick’s 
(1966) information was collected through observation of arrests, searches, 
interrogations, and other patrol functions. Skolnick also completed interviews with 
a variety of law enforcement officials. His research focused on documenting police 
behavior and did not directly consider the extent to which officers understood 
the law of criminal procedure; however, he noted that police officers typically 
felt that courts had provided unclear standards for routine decisions. Overall, his 
conclusions suggested that officers understood, at least, the broad outlines of legal 
requirements. When the law was less clear, officers tended to respond by taking 
additional precautions to ensure that the appearance of the situation, if not their 
actual behavior, fell within the framework of the law. It is important, though, to 
note that Skolnick’s work was conducted in the 1960s when search and seizure law 
was much less complex than it is today. 

Orfield (1987) interviewed 26 narcotics officers in Chicago to determine the extent 
to which the exclusionary rule affected their behavior. Although this study did not 
test police understanding of the law directly, some of the officers suggested that 
the complexity of Fourth Amendment law was a source of frustration. Overall, the 
study concluded that most officers (88%) reported they were able to understand 
why seized evidence was later excluded after they had attended suppression 
hearings and judges had explained their decisions.

In the first study to explicitly concentrate on the effect of training, Heffernan and 
Lovely (1991) administered questionnaires and conducted interviews in four 
mid-sized police departments to determine how well officers understood search 
and seizure laws. Officers were asked six true-or-false questions after reading 
a factual scenario based upon a Supreme Court decision. The officers correctly 
identified whether specific actions in the scenario were legal only 57% of the time, 
which is not much better than a score of 50%, which would have been expected 
based on random responses to the questions. Officers were then asked a series of 
multiple-choice questions designed to test the officers’ knowledge of the law more 
abstractly, rather than using specific scenarios. The officers were correct 48% of 
the time. If officers randomly answered questions, it would have only resulted in 
a score of 20 to 25%. The researchers found that officers in non-patrol assignments 
did better on the test than did patrol officers. They contended that non-patrol 
officers made more arrests and thus had more experience with Fourth Amendment 
law. The researchers also found that officers with at least some college education 
did better than those with a high school education. Most importantly, the study 
found a strong correlation between police training and knowledge of the law. The 
authors concluded that inservice training was the most influential factor when 
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predicting police officers’ knowledge of search and seizure laws. Nonetheless, 
they acknowledged that search and seizure rules are vague and that even the 
best educated and trained officers may have difficulty applying the rules in some 
circumstances.

Similarly, Perrin et al. (1998) administered questionnaires to approximately 400 
police officers in six law enforcement agencies in Ventura County, California. 
Officers were asked to respond to ten hypothetical situations dealing with laws 
governing warrantless searches or police interrogations. The officers were unable 
to consistently answer the researchers’ questions correctly. In fact, on the search 
and seizure section of the test, the subjects were able to answer questions correctly 
only slightly more than 50% of the time. The researchers also discovered that 
the officers’ knowledge did not improve based on rank, years of experience, or 
formal education. Here again, however, the researchers found that officers with 
more hours of academy training in search and seizure performed better on the 
hypothetical questions than officers with less training. It is interesting to note, 
though, that the researchers failed to control for areas of expertise. For example, 
it is possible that narcotics officers scored quite well on questions relating to the 
use of informants, while DUI and traffic officers, who generally are unlikely to 
have or use information from an informant, did less well on those questions. The 
researchers also failed to determine whether officers who lack understanding of 
the law are more likely to disregard the rules or whether they are more apt to react 
with extra caution in an effort to steer clear of possible violations of search and 
seizure laws. 

In a similar vein, Hirokawa (2000) conducted a critically important study that 
examined how search and seizure law was taught in six Atlanta-area police 
academies. He analyzed written training materials, departmental procedure 
materials, and lesson plans. He also conducted interviews with instructors to 
ascertain their understanding of search and seizure rules, and how those rules 
were taught. Instructors also were asked to explain any discrepancies between the 
rules as they understood them and the rules as they taught them. In addition, the 
instructors were asked to discuss how the academy’s lesson plans were developed, 
how they learned of changes in the law, and how changes in the law were typically 
incorporated into lessons and communicated to officers on the force.

While Hirokawa (2000) found that training materials on the subject varied from 
department to department, written materials specific to search and seizure 
generally were sparse. All of the instructors interviewed indicated that most of 
the information on criminal procedure was either communicated orally to officers 
during training sessions or learned informally from more senior officers. Instructors 
also believed that recruits could not master the intricacies of open-ended standards 
which rely upon the totality of the circumstances. Instructors noted that police 
officers are much better able to work with specific, clearly delineated policies. 
Hirokawa concluded that the complexity of Fourth Amendment laws (and court 
decisions) do not appear to lead police training academies to give up their efforts 
to teach procedures that comply with the Fourth Amendment. Instead, academies 
appear to work to teach officers rules that are consistent with Supreme Court 
requirements. In fact, most of the police academies taught recruits to follow rules 
that were more restrictive than the minimum required by the Supreme Court in 
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an effort to be certain that officers would conduct themselves in a manner that a 
reviewing court would find consistent with Fourth Amendment prohibitions.

The studies summarized above illustrate the complexity of search and seizure 
law and suggest that police officers may have difficulty understanding the law in 
some situations. The research is far from conclusive; however, all existing findings 
indicate there is a positive correlation between police training and knowledge of 
search and seizure rules. These studies, however, fail to provide much insight into 
the complexity of officers’ knowledge of the law and fail to include and control 
for important variables such as job assignments, education, and service time. 
These studies also fail to look at training in terms of both academy and inservice 
experience. The current study seeks to remedy some of these weaknesses by 
exploring and testing officers’ knowledge of search and seizure law. 

Methods

A quasi-experimental design was utilized for the research (Neuman, 2003) due 
to the absence of random assignments of subjects. An experimental group of 
police recruits were pretested and posttested as to their substantive and applied 
knowledge of Fourth Amendment requirements. This group received the 
treatment (academy training), while another group (veteran officers) were held 
constant and served as a control group. All sampling consisted of convenience 
sampling techniques. A cross-sectional survey was administered to three groups, 
including pre-completion recruits, post-completion recruits, and veteran officers. 
The analysis compared variations in independent factors related to substantive 
and applied knowledge of search and seizure. 

Instrument

The survey consisted of 33 items which included demographic questions, 
independent variable questions concerning training, and dependent variable 
questions which included four scenario-based questions and nine substantive 
knowledge questions (see Appendix).

Questions 21 through 24 of the questionnaire were scenario-based questions used 
as dependent variables to obtain respondents’ specific knowledge of search and 
seizure. Respondents were asked to select from the following choices: (1) legal, 
(2) somewhat legal, (3) somewhat illegal, and (4) illegal. Police officers who have 
received training on these situations should answer the scenarios correctly. The 
correct answers to these questions were Q 21 = legal, Q 22 = illegal, Q 23 = legal, 
and Q 24 = legal. Officers who answered “somewhat legal” or “somewhat illegal” 
were indicating that they did not know the correct answer.

The questions used for the scenario-based questions were gathered from recent 
Supreme Court decisions that related to search and seizure. These cases were 
chosen because they provided an ultimate foundation for all law enforcement 
across the United States. U.S. Circuit Court of Appeals court cases were considered, 
but it was decided that they would not be the best cases to use since the Supreme 
Court makes the ultimate rulings. Question 21 regarding the search of a married 
couple’s home was from Georgia v. Randolph (2006); Question 22 regarding a loud 
party call was from Brigham City v. Stuart (2006); Question 23 regarding a stopped 
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automobile was from Thornton v. United States (2004); and Question 24 regarding 
the highway checkpoint was from Illinois v. Lidster (2004). The facts and decisions 
for these cases were outlined in the literature review.

Questions 25 through 33 were also used as dependent variables. These questions 
tested for respondents’ substantive knowledge of search and seizure law that 
was established from early Supreme Court decisions. These decisions are used 
as foundational information taught to new law enforcement officers across the 
country. If officers have received basic training in search and seizure, they should 
be able to answer the questions correctly. These questions used “Yes” or “No” as 
categories for their answers. 

Samples and Survey Administration

The recruits in one academy represented a universal sample of officers in a mid-
sized metropolitan area. The recruits in this academy were all from the same 
agency. The recruits from the second academy represented a sample of officers from 
various agencies across the state. Recruits were mostly from small municipal or 
county agencies. Some of the recruits represented state agencies. These academies 
were selected because one of the authors was an instructor at one of them. The 
author’s association with the academies provided access to the samples. 

The surveys from the first academy were administered to the recruits at the 
beginning of the academy and at the end of the academy to establish a pre- and 
post-training group. Permission to distribute the surveys was obtained from either 
the director or supervisor of each academy. The researchers personally distributed 
the surveys to each academy with either the supervision of the director or one of 
the training officers on staff at the academy. Each participant was asked to read 
the informed consent paragraph on the survey, and they were informed that their 
participation was voluntary and that their answers would be kept confidential. 
Participants were also informed not to sign or identify themselves in any way on 
the questionnaire. After completion of the surveys, the researchers collected the 
surveys from the participants. The survey was distributed in the same manner to 
the same officers in the posttest stage.

The recruits were tested within the first three weeks of the beginning of each 
academy session and within the last three weeks of each academy session. The 
first academy had 35 surveys that were distributed and collected both times (100% 
response rate). The second academy had 22 surveys distributed and collected the 
first time (100% response rate) and 18 the second time (81.8% response rate). Only 
18 were returned because four participants were not available when the surveys 
were distributed toward the end of the academy session, two participants were no 
longer in the academy, and two participants were unavailable. The pretest group 
had a total response rate of 100%. The posttest group had a total response rate of 
92.9%. 

The surveys from the second academy were administered to experienced police 
officers (patrol and detectives) from the same metropolitan area. The surveys were 
distributed to groups of police officers while they attended an inservice training. 
Each officer was given an informed consent form that discussed the survey and 
were ensured that their answers would be kept confidential. These participants 
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were also informed not to sign or identify themselves in any way on the form. 
The training officer distributed and collected the surveys. The researcher then 
obtained the surveys from the training officer once they were completed. A total 
of 35 surveys were distributed and collected. One survey could not be used at all; 
only the first page of the survey was completed. This survey was discarded. Four 
other surveys were not used because they were incomplete. Respondents either 
did not answer any of the knowledge questions or they did not answer a large 
percentage of questions. The total usable response rate for this group was 85.7%.

Analytical Procedures

A new variable for law enforcement experience was created by using a summative 
scale of four questions from the survey. The scale was created in order to run an 
analysis of the data as similarly done in studies by Heffernan and Lovely (1991), 
Lantz and Rhea (2004), and Perrin et al. (1998). The new variable was labeled Total 
Experience and had a range value of 0 to 10. 

Experience items in the survey were recoded to create a summative scale as 
similarly done in studies by Boekeloo and Boyle (2006), as well as by Smith, Novak, 
Frank, and Lowenkamp (2005). The questions that were used to develop the new 
variable were (1) Did respondents have prior reserve or part-time law enforcement 
experience? (2) If respondents had prior reserve or part-time experience, how many 
years did they have? (3) If they had prior full-time law enforcement experience? 
(4) If they had prior full-time experience, how many years of experience did they 
have? The two questions asking if respondents had prior reserve or part-time 
experience, or prior full-time experience were coded with a value of “1” for the 
answer “Yes” and “0” for the answer “No” for each question. The two questions 
asking if respondents had prior experience, how many years did they have was 
given the following values: 1-2 = 0; 3-5 = 1; 6-10 = 2; 11-15 = 3; and 16 or more = 4. 

A summative scale was also created for police officers which was labeled Total 
Search and Seizure Education. The scale was created to be able to run an analysis of 
the data as similarly done in studies by Heffernan and Lovely (1991), Lantz and 
Rhea (2004), and Perrin et al. (1998). Since the current research pertains to search 
and seizure, questions that were selected for education only pertained to prior 
education that involved search and seizure. Three questions were used to establish 
a summative scale: (1) If respondents were currently in an academy, have they ever 
completed another academy prior to their current one? (coded as 1 = yes and 0 = 
no); (2) Out of all the respondents’ training, how many hours of training had they 
received on search and seizure? (coded as 0 hours = 0, 1-15 hours = 1, 16-30 hours 
= 2, 31-45 hours = 3, and 45+ hours = 4); and (3) Outside of police training, how 
many hours did respondents receive on search and seizure like in college, etc.? 
(coded as 0 hours = 0, 1-15 hours = 1, 16-30 hours = 2, 31-45 hours = 3, and 45+ 
hours = 4). A fourth question was considered for inclusion in this analysis but was 
not utilized. The question asking how many hours of search and seizure training 
were received in the last two years was not used because the information in this 
question was included in Question #2. The new variable has a range of 0 to 9. 

A third new variable was created for respondents’ knowledge of search and seizure 
scenarios. A summative scale was created using the four scenario questions. This 
variable was labeled, Scenario Knowledge. The four questions were recoded and 
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were given a value of “1” for the correct answer and a value of “0” for all incorrect 
answers. This variable has a range of 0 to 4.

A summative scale for search and seizure exception knowledge was created. This 
variable was named Basic Knowledge. Each question had the possibility of one of 
two answers, “Yes” or “No.” The correct answer for each question was given a 
value of “1,” and the incorrect answer for each question was given a value of “0.” 
This variable had a range of 0 to 9. 

After the creation of the scenario knowledge variable and basic knowledge 
variable, a new summative scale variable was created as similarly done in studies 
by Heffernan and Lovely (1991), Lantz and Rhea (2004), and Perrin et al. (1998). 
Both of these variables were combined to create the variable Total Knowledge, 
thereby creating a range of 0 to 13. It was important to combine the variables 
to create the new variable for content validity. For a full measure of search and 
seizure knowledge to be made, both variables had to be included (Neuman, 2003). 
Search and seizure has many exceptions, and it is important to measure them 
for fundamental understanding. It is also important to measure a police officer’s 
ability to apply search and seizure laws. Just because police officers have basic 
knowledge does not automatically mean they can apply laws to real-life situations. 
Therefore, since application of search and seizure law cannot be assumed, it was 
important to include scenario knowledge in with basic knowledge to create the 
total knowledge variable.

T-tests were conducted comparing both the pretest and posttest of recruits using 
the five new variables. Another set of t-test analyses compared the posttest of 
recruits and veteran officers using the five new variables. These comparisons 
were chosen because they would best answer the research questions. These t-tests 
compared the mean scores from two different groups (Cronk, 2004; Pallant, 2001). 
The pretest and posttest comparison was used to answer the question if police 
academy training had effectively inculcated to the officers the constitutional 
requirements associated with search and seizure law. The posttest recruits and 
veteran officers’ comparison was used to answer the remaining two questions 
which were (1) Do police officers retain police academy training as it applies to 
the constitutional requirements associated with search and seizure? and (2) Do 
police officers receive adequate inservice training on constitutional requirements 
associated with search and seizure law?

The relationship between the sample groups was compared with the survey 
questions regarding scenario knowledge and basic knowledge. The chi-square test 
of significance was used to compare the relationship because categorical data were 
used (Pallant, 2001). The data had already been collapsed so that the answers to 
the questions were either correct or incorrect, which allowed the creation of a 2 × 2 
table. A comparison was made between pretest recruits and posttest recruits for 
each question in scenario knowledge and basic knowledge. Then, a comparison 
was made between posttest recruits and veteran officers for each question in 
scenario knowledge and basic knowledge. 
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Results

Demographics

There were 57 pretest recruits, 53 posttest recruits, and 34 veteran officers. Most of 
the recruit pretest group’s age was in the range of 18 to 25 years (47.4%). The recruit 
posttest group had 24 (46.2%) respondents who were 18 to 25 years of age. The 
veteran officer group had a higher age group with 14 (41.2%) who were between 31 
to 40 years of age and 13 (38.2%) who were between 41 to 50 years of age. 

The respondents were predominantly male (recruit pretest group = 86.2%; recruit 
posttest group = 86.5%; veteran officer group = 88.2%). The race of each group of 
respondents was mostly Caucasian (recruit pretest group = 89.7%; recruit posttest 
group = 88.5%; veteran officer group = 76.5%). 

The majority of the recruit pretest group had some type of college education. There 
were 42 (73.7%) who had some college (including degrees) and 20 (35.1%) who 
had an associate’s degree or above. The recruit posttest group had similar results 
with 39 (73.6%) who had some type of college education (including degrees) and 
20 (37.8%) who had an associate’s degree or above. The veteran officer group had 
31 (91.2%) of 34 respondents who had some type of college education (including 
degrees). The veteran officer group had 14 (37.3%) who had a minimum of an 
associate’s degree. 

The majority of all three groups reported that they worked for a municipality or city. 
The pretest group reported to have 27 (50.0%), the posttest group had 24 (45.3%), 
and the veteran officer group had 34 (100%). The percentage of veteran officers was 
100% because the surveys were distributed to inservice training classes that only 
had municipal/city officers. The recruit groups had respondents who belonged to 
a state organization. The pretest group had 10 (18.5%) and the posttest group had 
11 (20.8%) who belonged to the same state organization. The recruit group also had 
respondents who were in the “other” category. These respondents were primarily 
students and did not have any affiliation with a law enforcement agency.

The recruit pretest group had 44 (81.5%) who had the rank of deputy/patrolman, 
the recruit posttest group had 39 (73.6%) who had the rank of deputy/patrolman, 
and the veteran officer group had 20 (58.8%) with the rank of deputy/patrolman. 

Respondents’ Law Enforcement Experience

The recruit pretest group had 20 (35.1%) who had previous reserve or part-time 
experience and 37 (64.9%) who did not. The recruit posttest group had 16 (30.2%) 
who had previous reserve or part-time experience and 37 (69.8%) who did not. 
The veteran officer group had only five (14.7%) with previous reserve or part-
time experience and 29 (85.3%) without previous experience. Of the recruit pretest 
respondents who said they had previous reserve or part-time experience, 13 (68.4%) 
reported having only one to two years of experience. The recruit posttest group 
showed that 72.2% had one to two years of experience. Of the five respondents in 
the veteran officer group who responded that they had previous reserve or part-
time experience, only two responded to the amount of experience. One respondent 
had one to two years and the other respondent had 16 or more years. 
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Recruit pretest respondents showed that 13 (23.2%) had previous full-time 
experience and the majority, 43 (76.8%), did not. Recruit posttest respondents 
showed that 16 (30.2%) had previous full-time experience and the majority, 37 
(69.8%), did not. Contrary to the recruits, the majority of veteran officers (69.7%) 
had previous full-time experience. Of the 13 recruit pretest respondents who had 
previous full-time experience, five (38.5%) had one to two years of experience and 
five (38.5%) had three to five years of experience. Respondents of the recruit posttest 
showed a different output. This group showed that 11 (57.9%) of the respondents 
had only one to two years of previous full-time experience. It is uncertain why 
the output was different on these two groups. Of the veteran officers, six (27.3%) 
revealed that they had one to two years of previous experience. The veteran officers 
also had 22.7% who had 11 to 15 years of experience as well as 22.7% who had 16 
or more years of experience.

The majority of respondents in all three groups who were full-time law enforcement 
officers recorded that their primary duty assignment was that of a patrol level 
officer/deputy. The results were that the recruit pretest showed 42 (84.0%), recruit 
posttest showed 38 (73.1%), and veteran officers showed 13 (38.2%). The veteran 
officers also showed that nearly one-third of respondents, 10 (29.4%), held the 
position of detective as their primary duty assignment.

Respondents’ Education

Recruit pretest respondents indicated that 51 (89.5%) had not completed another 
academy, and recruit posttest respondents revealed that 43 (81.1%) had not 
completed another academy. Of the veteran officer respondents, only 11 of the 34 
chose to answer the question. Of the 11 who answered, two (18.2%) stated they 
had completed a previous academy, and nine (81.8%) had not completed another 
academy. This question should not have been answered by veteran officers. The 
question stated that “If you are currently in an academy, have you ever completed 
another academy prior to this one?” The question was included in the survey 
instrument to measure if recruits had previous training that would not have 
otherwise been recorded. 

Of the recruit pretest respondents, one (16.7%) had completed an academy within 
less than a year, two (33.3%) had completed an academy within the last three to five 
years, and three (50.0%) had completed an academy more than six years ago. Ten 
of the recruit posttest respondents showed that they had previously completed an 
academy, but 13 responded to this question. The results showed that five (38.5%) 
completed an academy within the last year, one (7.7%) had completed an academy 
within the last one to two years, one (7.7%) had completed an academy within 
the last three to five years, and six (46.2%) had completed an academy more than 
six years ago. Even though the veteran officers were not supposed to answer this 
question, 10 (90.9%) completed an academy more than six years ago, and one 
(9.1%) completed an academy within the last three to five years. This question 
was supposed to have been answered by only new recruits who had completed a 
previous academy.

The next question, “If you currently have full-time law enforcement experience and 
have completed an academy, how long ago did you graduate from an academy?” 
was supposed to only have been answered by veteran officers. Four recruit pretest 
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respondents answered the question, with two (50.0%) showing completion of an 
academy in the last three to five years, and two (50.0%) showing completion of 
an academy more than six years ago. Recruit posttest respondents showed 12 
answering the question, with seven (58.3%) noting completion of an academy 
within the last year, one (8.3%) completing one in the last three to five years, and 
four (46.2%) completing one more than six years ago. The increase of seven for the 
posttest versus the pretest groups could be attributed to respondents believing that 
since they were within a couple of weeks from graduating their current academy, 
they counted it as having been completed. All the veteran officers responded to the 
question (34 of 34). The majority of the veteran officers, 26 (76.5%), had completed 
an academy more than six years ago.

The next question asked how many training hours respondents had received in 
their law enforcement careers that did not include academy training. Of the recruit 
pretest respondents, 36 (65.5%) had received 0 to 40 hours of training. Recruit 
posttest respondents showed that 32 (65.3%) had received 0 to 40 hours of training. 
The veteran officer group results were on the upper side of the scale. Veteran 
officers had 28 (82.4%) in their group who had more than 161 hours of training. 
This is significant in that officers are expected to receive training each year and, in 
Tennessee, they are required to receive a minimum of 40 hours each year. 

The next question asked how many training hours respondents received in the last 
two years. The recruit pretest group had 37 (69.8%) who had received 0 to 40 hours 
of training in the last two years. The recruit posttest group had 25 (53.2%) receive 0 
to 40 hours of training. The majority of veteran officers showed that 14 (41.2%) had 
received 81 to 120 hours of training. This is significant because the most hours an 
officer would be required to have would be 80 hours. Forty-one percent received 
81 to 120 hours, and an additional 35% showed they received more than 120 hours, 
which means that a total of 76% of veteran officers received more than 81 hours of 
training in the last two years. 

The next question obtained more specific information on the amount of training in 
search and seizure by the respondents. The majority of recruit pretest respondents, 
38 (69.1%), had not received any search and seizure training. This was not surprising 
since new recruits are not expected to have had any search and seizure training. 
Recruit posttest respondents results showed that 33 (67.3%) had received one to 15 
hours of search and seizure training, and three (6.1%) responded that they still had 
not received any training. This number may not be accurate because recruits are 
required to complete search and seizure training to graduate the academies. The 
veteran officers showed that 12 (35.3%) had received one to 15 hours of training, 
and 11 (32.4%) had received 16 to 30 hours. Since the majority of veteran officers 
have more than a year or two of experience, this number should be higher for 
officers to remain current with search and seizure training.

The next question asked how many hours of search and seizure training officers 
received in the last two years, not including academy training. Not surprisingly, 
the recruit pretest showed that 41 (78.8%) had not received any training. The 
recruit posttest showed that 28 (58.3%) had not received any training. The veteran 
officers showed that 22 (64.7%) had received one to five hours of training. What 
is significant about the veteran officers is that none of them reported having “0” 
hours of search and seizure training in the last two years. All of the veteran officers 
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had some amount of search and seizure training within the last two years. This was 
an important finding because veteran officers are at least receiving some training 
on search and seizure.

Recruit pretest respondents reportedly had 41 (73.2%) who had not received any 
search and seizure training outside of law enforcement, though 13 (23.3%) showed 
they had received one to 15 hours of training. These numbers change for the recruit 
posttest. Only 25 (52.1%) reported having no training outside of law enforcement. 
Veteran officers revealed that 16 (50.0%) had not received any outside training. 
Eleven (34.4%) of the veteran officers received one to 15 hours of outside training.

Respondents’ Knowledge of Scenarios

Table 1 shows the respondents’ knowledge of the four search and seizure scenarios. 
In the Married Couple Scenario, only 11 (19.3%) recruit pretest respondents 
answered the question correctly. The result only increased to 16 (30.2%) of the 
recruit posttest respondents answering correctly. There was some increase, but 
nothing significant. The veteran officer group had 21 (65.6%) who answered 
correctly. 

In the Loud Party Scenario, 48 (84.2%) recruit pre-test respondents answered 
the question correctly, and 48 (90.6%) recruit posttest respondents answered the 
question correctly. There was no change in the number of recruits who answered 
the question correctly after training even though the percentages changed because 
of the sample size. Veteran officers’ responses showed that 30 (96.8%) of them 
answered correctly. 

The Stopped Automobile in Scenario #3 showed that 39 (68.4%) recruit pretest 
respondents answered the question correctly. After training, there was a decrease 
of recruit post-test respondents who answered the question correctly at 37 (71.2%), 
even though the percentage increased slightly. Of the veteran officers group, 26 
(89.7%) answered the question correctly. 

The Hit & Run Accident Scenario showed that 48 (84.2%) recruit pretest respondents 
answered correctly. This number decreased with recruit posttest respondents to 
42 (79.2%). The veteran officers’ responses showed that 26 (89.7%) answered the 
question correctly. 

Looking at each of these four scenarios, the data showed that more veteran officers 
answered these four scenarios correctly than recruits did even after receiving 
training. Only one scenario (Married Couple – Scenario #1) showed a significant 
difference. The significant finding suggested that veteran officers scored better 
than recruits. The recruits’ post-test scores went down on two of the scenarios 
(Married Couple and Hit & Run Accident) instead of going up.
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Table 1. Statistical Tests of Respondents’ Knowledge of Scenarios

 
Scenarios

Recruit  
Pretest 
(n = 57)  
Freq %

Recruit  
Posttest
(n = 53)  
Freq %

 
Veterans
(n = 34)  
Freq %

 
Chi-Square

Pre vs.  Post vs. Veteran 
Post Officers

Married Couple – Scenario #1

      Legal

      Somewhat legal

      Somewhat illegal

      Illegal **

Loud Party – Scenario #2

      Legal **

      Somewhat legal

      Somewhat illegal

      Illegal

Stopped Automobile –  
Scenario #3
      Legal **

      Somewhat legal

      Somewhat illegal

      Illegal

Hit & Run Accident –  
Scenario #4
      Legal **

      Somewhat legal

      Somewhat illegal

      Illegal

40 (70.2%)

5 (8.8%)

1 (1.8%)

11 (19.3%)

48 (84.2%)

4 (7.0%)

1 (1.8%)

4 (7.0%)

39 (68.4%)

5 (8.8%)

2 (3.5%)

11 (19.3%)

48 (84.2%)

4 (7.0%)

0

5 (8.8%)

36 (67.9%)

1 (1.9%)

0

16 (30.2%)

48 (90.6%)

3 (5.7%)

2 (3.8%)

0

37 (71.2%)

2 (3.8%)

3 (5.8%)

10 (19.2%)

42 (79.2 %)

2 (3.8%)

2 (3.8%)

7 (13.2%)

10 (31.3%)

1 (3.1%)

0

21 (65.6%)

30 (96.8%)

1 (3.2%)

0

0

19 (63.3%)

2 (6.7%)

0

9 (30.0%)

26 (89.7%)

1 (3.4%)

0

2 (6.9%)

1.759

0.999

0.096

0.455

10.193*

1.137

0.537

1.435

* Significant at < 0.05 level 
** Correct answer

Respondents’ Knowledge of Exceptions

Table 2 shows the respondents’ knowledge of search and seizure exceptions, 
also referred to as basic knowledge. The data showed that 47 (82.5%) recruit 
pretest respondents answered correctly concerning the “reasonable suspicion 
to detain for a crime.” All 53 (100%) recruit posttest respondents answered the 
question correctly. Veteran officers’ responses showed that 29 (96.7%) answered 
the question correctly. Only 30 veteran officers answered this question. The chi-
square statistic of 10.228 showed a significant difference between the recruits’ 
pretest and posttest at the < 0.05 level. This indicates that a higher percentage 
of recruit posttest respondents answered the question correctly (100%) than the 
recruit pretest respondents (82.5%). 

Recruit pretest respondents showed that 45 (80.4%) answered the “automatically 
search for weapons” question incorrectly, with 19.6% answering correctly. Recruit 
posttest respondents showed that 40 (75.5%) answered incorrectly and 13 (24.5%) 
answered correctly. These only increased approximately 5% after training. Most 
veteran officers also answered incorrectly, with 23 (29.3%) responding “Yes” to the 
question. Only 20.7% of the veteran officers answered the question correctly. 
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The correct answers increased between the pretest and posttest regarding the 
question concerning “search based on reasonable suspicion.” The results increased 
from 24 (42.1%) for the pretest to 32 (60.4%) for the posttest. Veteran officers scored 
high with 26 (89.7%) answering the question correctly. The chi-square statistic of 
7.761 between the recruit posttest and veteran officers was significant at the < 0.05 
level. This finding indicated that a higher percentage of veteran officers (89.7%) 
are more knowledgeable about the question than the recruit posttest respondents 
(60.4%).

Table 2. Statistical Tests of Respondents’ Knowledge of Search & Seizure 
Exceptions

 
Exceptions

Recruit  
Pretest
(n = 57)  
Freq %

Recruit  
Posttest
(n = 53)  
Freq %

Veteran 
Officers
(n = 34)  
Freq %

 
Chi-Square

Pre vs.  Post vs. Veteran 
Post Officers

Reasonable suspicion to detain 
for a crime
Yes **

No

Automatically search for weapons

Yes

No **

Search based on reasonable 
suspicion
Yes

No **

Automatically search stopped 
vehicle
Yes

No **

Search stopped vehicle with 
consent
Yes **

No

Search person for weapons 
incident to arrest
Yes **

No

Search arrested driver’s area

Yes **

No

Can 5 officers surround a person

Yes

No **

Officer approach person and ask 
questions
Yes **

No

47 (82.5%)

10 (17.5%)

45 (80.4%)

11 (19.6%)

33 (57.9%)

24 (42.1%)

1 (1.8%)

56 (98.2%)

57 (100%)

0

56 (98.2%)

1 (1.8%)

50 (87.7%)

7 (12.3%)

10 (17.5%)

47 (82.5%)

49 (86.0%)

8 (14.0%)

53 (100%)

0

40 (75.5%)

13 (24.5%)

21 (39.6%)

32 (60.4%)

8 (15.1%)

45 (84.9%)

50 (94.3%)

3 (5.7%)

49 (92.5%)

 4 (7.5%)

50 (94.3%)

3 (5.7%)

5 (9.4%)

48 (90.6%)

51 (96.2%)

2 (3.8%)

29 (96.7%)

1 (3.3%)

23 (79.3%)

6 (20.7%)

3 (10.3%)

26 (89.7%)

1 (3.3%)

29 (96.7%)

30 (100%)

0

30 (100%)

0

30 (100%)

0

2 (6.9%)

27 (93.1%)

30 (100%)

0

10.228*

0.379

3.669

6.506*

3.317

2.124

1.456

1.534

3.499

1.788

0.155

7.761*

2.741

1.762

2.379

1.762

0.155

1.160

* Significant at < 0.05 level 
** Correct answer
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There was a drop in the correct answers between the pretest and posttest regarding 
“automatically search stopped vehicle.” The results decreased from 56 (98.2%) 
for the recruit pretest group to 45 (84.9%) for the recruit posttest group. Veteran 
officers scored well with 29 (96.7%) answering correctly, and only one answering 
the question incorrectly. The chi-square statistic of 6.506 showed there was a 
significant difference between the recruits’ pretest and posttest at the < 0.05 level.

The next question dealt with “search stopped vehicle with consent” question. One 
hundred percent of the 57 recruit pretest respondents answered correctly. Of the 
53 recruit posttest respondents, only 50 (94.3%) answered correctly. This decreased 
from the pretest group. One hundred percent of veteran officers answered the 
question correctly.

There was a drop in the correct answers between the recruits’ pretest and posttest 
regarding “search person for weapons incident to arrest.” The results decreased 
from 56 (98.2%) for the recruit pretest group to 49 (92.5%) for the recruit posttest 
group. All 30 (100%) of a total of 34 veteran officer respondents who answered the 
question answered it correctly. 

In the next question concerning “search arrested driver’s area,” 50 (87.7%) of the 
recruit pretest group answered correctly, and seven (12.3%) answered incorrectly. 
The recruit posttest group had 50 (94.3%) who answered correctly and three (5.7%) 
who answered incorrectly. All 30 (100%) of a total of 34 veteran officer respondents 
answered the question correctly. 

The correct answers increased between the pretest and posttest regarding the 
question concerning whether or not five officers can surround a person. The 
results increased from 47 (82.5%) for the recruit pretest group to 48 (90.6%) for the 
recruit posttest group. The number of veteran officers who answered correctly was 
27 (93.1%), with two (6.9%) answering incorrectly. 

The correct answers also increased between the pretest and posttest regarding 
the question concerning “officer approach person and ask questions.” The results 
increased from 49 (86.0%) for the recruit pretest group to 51 (96.2%) for the posttest 
group. The results for the veteran officers showed that all 30 (100%) who answered 
the question answered it correctly. 

Of the nine questions, only three showed a significant difference in the chi-square 
test. The first question, “reasonable suspicion to detain for a crime,” showed only 
a significant difference between the recruits’ pretest and posttest where recruits 
scored better on the posttest. In question three, “search based on reasonable 
suspicion,” a significant difference was shown between the veteran officers and 
the recruit posttest in that veteran officers scored better. The fourth question, 
“automatically search stopped vehicle,” showed a significant difference between 
the recruits’ pretest and posttest. This result was surprising because recruits scored 
better on the pretest than the posttest.

Veteran officers should have greater knowledge of search and seizure, thereby 
scoring better than recruits. Recruits are expected to score better on the posttest 
after training than the pretest. Veteran officers’ scores were higher than recruits’ 
scores on seven of the nine questions, but only one question was significantly 
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different. The recruits’ scores went down in three of the nine questions from the 
pretest to the posttest. 

Comparative Tests of Officers’ Knowledge

Table 3 shows the results from t-tests that compare the newly created variables 
between the pretest and posttest recruits as well as the results for the comparison 
between the posttest recruits and the veteran officers. The variables that are 
compared in this table are scenario knowledge, basic knowledge, total knowledge, 
total search and seizure education, and total experience. 

Table 3. T-test of Knowledge, Education, and Experience among Recruits

N Mean SD t

Pretest vs. Posttest

 Scenario Knowledge

  Pretest
  Posttest

 Basic Knowledge

  Pretest
  Posttest

 Total Knowledge

  Pretest
  Posttest

 Total Search and Seizure Education

  Pretest
  Posttest

 Total Experience

  Pretest
  Posttest

Posttest vs. Veteran Officers

 Scenario Knowledge

  Posttest
  Veteran Officers

 Basic Knowledge

  Posttest
  Veteran Officers

 Total Knowledge

  Posttest
  Veteran Officers

 Total Search and Seizure Education

  Posttest
  Veteran Officers

 Total Experience

  Posttest
  Veteran Officers

57
52

56
53

56
52

55
47

11
12

52
29

53
28

52
28

47
10

12
  1

  2.56
  2.69

  7.00
  7.37

  9.57
10.05

  0.96
  2.36

  3.45
  2.66

  2.69
  3.20

  7.37
  7.96

10.05
11.17

  2.36
  4.60

  2.66
10.00

0.77
0.89

0.97
1.28

1.20
1.88

1.50
1.98

1.43
1.37

0.89
0.81

1.28
0.69

1.88
1.09

1.98
2.36

1.37
0.00

-0.81

-1.73

-1.61

-4.04*

1.34

-2.55*

-2.23*

-2.89*

-3.13*

-5.14*

*Significant at < 0.05 level
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The results showed no significant differences on the scores of the pretest and 
posttest groups on the knowledge variables and experiences, although they 
reportedly had significantly different knowledge on search and seizure education. 
The total search and seizure education scores for pretest recruits were M = 0.96 and 
SD = 1.50, and the scores for the posttest recruits were M = 2.36 and SD = 1.98. The 
t-test score for total search and seizure education was t = -4.04 with a significance 
at the < 0.05 level. The range for total search and seizure education was 0 to 9. 
The mean of the posttest was 1.40 higher than the mean of the pretest. These data 
suggested that recruits felt educated, but they were deficient in applications.

The results from t-tests that compared between the posttest recruits and veteran 
officers revealed a different pattern. The veteran officers consistently scored better 
than the recruits. These scores are all significantly different. One caveat should be 
noted that the mean for the total experience came from only one veteran due to the 
elimination of cases as a result of the creation of the index. 

Discussion

These results raise several questions. It appears that academy training did not 
significantly increase recruits’ knowledge of search and seizure. Since there was 
not a significant increase in knowledge, it could be questioned if it is necessary to 
train police officers in search and seizure. The recruits’ lack of significant increase 
in knowledge could be a result of poor teaching methods, including a lack of 
emphasis or instruction in those specific areas. The recruits’ knowledge could have 
been affected by their own ideologies, television, or other educational influences 
outside of academy training. 

The results indicate that veteran officers’ total knowledge of search and seizure is 
significantly higher than the recruits’ posttest knowledge (Table 3). Veteran officers 
scored higher on three of the four scenario knowledge questions (Table 1) and 
seven of the nine basic knowledge questions (Table 2). From the results, it could 
be stated that veteran officers appeared more knowledgeable than the recruits. 
With veteran officers’ total knowledge of search and seizure being greater, they 
apparently have increased their knowledge through some other means. These 
mechanisms could be additional inservice training, higher education, or by more 
experience. The results show that veteran officers have a higher mean (4.60) over 
the recruits (2.36) in total search and seizure education. It appears that veteran 
officers have received more education which could have helped in increasing 
veteran officers’ knowledge. The results also show that veteran officers have more 
experience than recruits, which is expected. The experience veteran officers have 
obtained could have helped in increasing their knowledge.

Conclusion

Now, to specifically answer the research questions for this study. Does police 
academy training effectively teach officers the constitutional requirements 
associated with search and seizure law? There was an increase in scores, but they 
were not significant. Thus, it does not appear that the academies in this study 
effectively taught search and seizure law. There could have been problems with 
communicating so that recruits could understand the material. There may have 
been outside influences such as fatigue or other distractions.
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Do police officers retain police academy training as it applies to the constitutional 
requirements associated with search and seizure law? Veteran officers scored 
significantly higher than recruits. It would seem that academy training did help 
in veteran officers’ knowledge of search and seizure. Since veteran officers’ scores 
were higher, it would indicate that on-the-job experience and continued training 
plays an important role in an officer’s search and seizure knowledge.

Do police officers receive adequate inservice training on constitutional requirements 
associated with search and seizure law? Veteran officer knowledge was significantly 
higher than the recruits’ knowledge, which would indicate that inservice training 
assisted in increasing veteran officers’ knowledge. Veteran officers’ knowledge could 
be a result of their experience in the application of search and seizure. Recruits in 
academies may not be receiving enough training or practical application to reinforce 
their training.

Limitations

Some of the findings in this study appeared to be anomalous. Total search and 
seizure education showed a significant difference in scores for pretest and posttest 
recruits. The data show that the scores are significant, but it is believed that the 
results are anomalous. The recruits’ posttest showed that more of them completed 
search and seizure training outside of police training than on the pretest while 
they were in the academy. It is unlikely that the recruits had more training outside 
of the academy than while they were attending the academy. The posttest scores 
should not have been significantly higher than pretest scores. Respondents may 
have not responded to the questions appropriately.

Total experience had no significant difference in scores for pretest and posttest 
recruits. However, the mean scores of the recruits’ posttest was less than the 
recruits’ pretest. Even though there was no significant difference in the scores, 
the mean scores for both groups should have stayed relatively the same. If there 
was any change, posttest total experience should have been higher than pretest 
experience. Recruits’ experience should not have gone down. Since the data 
showed this, it is believed that the scores were anomalous. It is possible that 
recruits did not understand how to categorize their experience.

Policy Implications

In this study, being a veteran officer makes a difference in the cognitive applications of 
the laws and jurisprudence. Perhaps the inclusion of practical exercises that highlight 
the applications of search and seizure laws is needed for new recruits. This inclusion 
will enable them to grasp the practical meaning of the abstract concepts of the law. 

This also highlights the importance of inservice training on constitutional and case laws. 
This combination of book knowledge and practical experience enhances the skills of 
police officers. It might also become appropriate for police departments to strengthen 
their field training officer (FTO) programs and stress to the trainer the emphasis on the 
practical applications of the laws and jurisprudence on search and seizure.

It is difficult to make changes to training, both in length and in content, without 
cooperation from a state’s police standards organization and support from local 
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politicians (Haberfeld, 2002). One of the ways to possibly make sure training is 
effective is to move toward a standardized national basic training curriculum. Some 
may argue against this because it would take power and control from the states. 
To help with this argument, the training could be tailored for each state’s laws and 
procedures while the basics are the same for each state. A panel of experts could 
be selected to make sure that training is current and effective. These experts could 
be representatives from each state’s Peace Officer Standards and Training (POST) 
Commission or other organizations. If training is to become more standardized, 
specific police training centers would have to be established. Some current training 
centers may have to be cut out or have major changes take place. The more training 
centers there are, the more difficult it would be to have standardized programs. If the 
federal government established these standardized training centers, they would have 
to assist local and state governments by providing resources, especially funding.

In more recent years, preparing police officers to do the job has extended beyond 
traditional academy training and into college classrooms. A relatively common 
view today is that police officers should be college educated in addition to being 
trained (Buerger, 2004; Palmiotto, 2003). A college curriculum should be developed 
that does not look like the majority of today’s curriculum. Police departments 
throughout the United States are making increasing use of technology. Mobile 
computing to include field reporting, identification techniques, database access, 
and global positioning systems are becoming far more frequently used in law 
enforcement. Curriculum needs to be developed to better meet the needs of today’s 
law enforcement (Hoover, 2005).
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Appendix

Search & Seizure Survey

Please circle the letter that corresponds with the best answer to each question. Only select 
one answer for each question.

1. How old are you?
a. 18-25 years
b. 26-30 years
c. 31-40 years
d. 41-50 years
e. 51+ years

2. What is your sex?
a. Male
b. Female

3. What is your race?
a. Caucasian
b. African American
c. Hispanic
d. Asian
e. Other (specify) __________________

4. What is your highest level of education obtained?
a. High school/GED
b. Some college
c. College associate’s degree
d. College bachelor’s degree
e. Advanced college degree (master’s or doctorate)

5. Do you have law enforcement experience as a reserve officer or part-time officer?
a. Yes
b. No

6. If you have reserve officer experience or part-time experience, approximately how many 
years experience do you have?
a. 1-2
b. 3-5
c. 6-10
d. 11-15
e. 16+

7. Do you have prior full-time law enforcement experience? 
a. Yes
b. No
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8. If you do have prior full-time law enforcement experience, how many years of experience 
do you have?
a. 1-2
b. 3-5
c. 6-10
d. 11-15
e. 16+

9. If you are currently in an academy, have you ever completed another academy prior to 
this one?
a. Yes
b. No

10. If you have completed another academy, how long ago did you complete it?
a. Less than 1 year
b. 1-2 years
c. 3-5 years
d. 6 or more years

11. What is your current law enforcement status? 
a. Currently in an academy with less than three weeks in academy 
b. Currently in an academy and within three weeks of graduating from academy 
c. Graduated from an academy with full-time law enforcement experience 

12. If you currently have full-time law enforcement experience and have completed an 
academy, how long ago did you graduate from an academy?
a. Less than 1 year
b. 1-2 years
c. 3-5 years
d. 6 or more years

13. If you currently are a full-time law enforcement officer, what is your primary duty 
assignment? 
a. Patrol level officer/deputy
b. Patrol level supervisor
c. Detective
d. Law enforcement executive (sheriff, chief, or high-level administrator)
e. Other (please specify; college student, etc.) _______________________

14. To which type of law enforcement agency do you belong?
a. Municipal/city
b. County
c. State
d. Other (please specify) ________________

15. What is your current rank in law enforcement?
a. Deputy/patrolman
b. Corporal/sergeant
c. Lieutenant/captain
d. Chief/sheriff/high executive rank
e. Other (please specify; no rank, etc.) ______________________
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16. Not including academy training, to the best of your memory, how many total hours of law 
enforcement training have you received in your career?
a. 0-40
b. 41-80
c. 81-120
d. 121-160
e. 161+

17. Approximately how many hours of law enforcement training did you have in the last two 
(2) years?
a. 0-40
b. 41-80
c. 81-120
d. 121-160
e. 161+

18. Out of all your training, to the best of your memory, how many hours of training have 
you received on search and seizure? (This could include formal training or roll-call type 
training.)
a. 0
b. 1-15
c. 16-30
d. 31-45
e. 45+

19. To the best of your memory, how many hours of training have you received in the last two 
(2) years on search and seizure (not including academy training)?
a. 0
b. 1-5
c. 6-10
d. 11+
e. Other (please specify)__________________

20. Outside of your police training, how many hours of other training have you received on 
search and seizure? (college courses, etc.)
a. 0
b. 1-15
c. 16-30
d. 31-45
e. 45+

Please answer the following scenarios using U.S. Supreme Court standards based only 
on the information provided in the scenario. Please select one answer for each question 
(21-24).

21. You arrive at a married couple’s house as a result of the wife calling police concerning a 
domestic dispute. You arrive on scene and are met by both parties. The man and woman 
own the house. The wife, in the presence of the husband, volunteered to you that there was 
in the house evidence of the husband’s illegal drug use. The husband then unequivocally 
refused your request for permission for a warrantless search of the house. However, the 
wife consented to a search and led you to the evidence. You seized this evidence and 
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after obtaining a search warrant, seized further evidence of drug use. The husband was 
arrested and indicted for cocaine possession. Was the initial search of the house . . .?
a. legal
b. somewhat legal
c. somewhat illegal
d. illegal 

22. Four police officers respond without a warrant at about 3:00 am to a call about a loud 
party at a residence in a city. When officers arrived, they heard shouting from inside the 
house. The officers proceeded down the driveway and saw two juveniles drinking beer 
in the backyard. The officers then entered the yard and saw, through a screen door and 
windows, an altercation in the kitchen between four adults and a juvenile. The juvenile 
was observed punching the face of one of the adults which caused him to spit blood into a 
sink. One officer opened the door and announced the officers’ presence. Unnoticed amid 
the commotion, the officer entered the kitchen and again cried out. As the occupants slowly 
became aware that the police were present, the altercation ceased. The officers arrested 
three of the adults and charged these three with contributing to the delinquency of a minor, 
disorderly conduct, and intoxication. Was the entry (search) into the home . . .?
a. legal
b. somewhat legal
c. somewhat illegal
d. illegal 

23. Before a city police officer had an opportunity to pull over an automobile that had a 
license plate that had been issued for another vehicle, the driver drove into a parking lot, 
parked, and then left the automobile. The officer then approached the driver after he had 
left the automobile and legally obtained marijuana and cocaine from the driver’s pocket 
and then arrested him. After the driver was arrested, the officer searched the automobile 
and found a handgun under the driver’s seat. The driver was arrested for federal drug 
and firearms crimes. Was the search of the suspect’s vehicle . . .?
a. legal
b. somewhat legal
c. somewhat illegal
d. illegal

24. About one week after a fatal hit-and-run accident, police set up a highway checkpoint at 
about the same location and time at which the accident had occurred. Their intent was to 
obtain information from motorists about the accident. During this time, officers stopped 
each vehicle for 10 to 15 seconds and handed each driver a flyer requesting information 
about the accident. As one driver approached the checkpoint, his vehicle swerved, nearly 
hitting an officer. The officer smelled alcohol on the driver’s breath and directed the 
driver to a side street where another officer administered a sobriety test. The driver was 
then arrested, charged, and convicted for driving under the influence of alcohol. Was the 
seizure that was subsequent to the roadblock . . .?
a. legal
b. somewhat legal
c. somewhat illegal
d. illegal
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Please select either “Yes” or “No” for each of the following questions. These questions 
should be viewed as applying them to general situations.

25. If you have reasonable suspicion to believe that an individual is engaging in a crime, can 
you detain them?
a. Yes
b. No

26. If you are legally justified in detaining an individual based on reasonable suspicion 
that they have committed a nonviolent crime, can you automatically search them for 
weapons?
a. Yes
b. No

27. If you legally detain an individual based on reasonable suspicion, can you search them for 
contraband based on reasonable suspicion without voluntary consent?
a. Yes
b. No

28. If you legally stop a motor vehicle for a moving violation, can you automatically search 
the vehicle without the driver’s consent?
a. Yes
b. No

29. If you legally stop a motor vehicle for a moving violation, can you search the vehicle with 
the driver’s voluntary consent?
a. Yes
b. No

30. If you make a lawful custodial arrest of an individual, can you search them for weapons 
and contraband?
a. Yes
b. No

31. If you arrest an individual who was the driver of a motor vehicle, can you search the 
immediate area where the driver was sitting?
a. Yes
b. No

32. Can five officers surround an individual who is walking on a public sidewalk and ask him 
or her questions without probable cause or reasonable suspicion?
a. Yes
b. No

33. Can a single officer approach an individual who is walking on a public sidewalk and 
ask the individual questions without probable cause while the officer walks beside the 
individual.
a. Yes
b. No
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Communicating Office Policy 
Regarding Ethical Misconduct  
in Law Enforcement Training
Julie B. Raines, Associate Professor, Department of Criminal Justice,  

Marist College

Introduction

Even if police departments screen out individuals in the hiring process who are 
not functioning at a high level of moral development, these departments still 
could utilize ethics training in order to promote an ethical work environment. 
A 1997 National Institute of Justice (NIJ) survey of ethics training for law 
enforcement discovered that over 70% of respondents offered four hours or less of 
ethics training. Approximately 83% of respondents offered ethics training to new 
officers and approximately 72% of agencies offered ethics training beyond new 
recruit training (International Association of Chiefs of Police [IACP], 1998). A 2006 
survey of new recruit training programs for law enforcement shows that 100% 
of respondents offer a median of eight hours of ethics and integrity curriculum 
at the training academy (Reaves, 2009). Providing ethics training is important in 
law enforcement, but what should be taught to officers—philosophy, religion, and 
theory? At a minimum, agency policies regarding what is considered misconduct 
would seem critical. The purpose of this article is to analyze the impact an officer’s 
awareness of existing agency policies regarding misconduct has on an officer’s 
attitudes toward peer misconduct and that officer’s willingness to report peer 
misconduct. This article relies on a 1997 NIJ study. 

Ethics Training

Sherman (1982), Hodgson (2001), and Harrison (1999) each reveal that learning 
ethical decisionmaking for police officers most often occurs on the job with no 
time for the officer to reflect during the heat of the battle. Each author argues, 
however, that ethics education during Basic Law Enforcement Training (BLET) is 
preferable to give the officers an opportunity to work through ethical dilemmas 
prior to facing similar situations at work. 

Training that occurs after BLET is commonly referred to as inservice training (IST) and 
consists of a variety of topics, sometimes related to ethics. Unfortunately, some police 
administrators view IST ethics training as problematic. These administrators fear that 
requiring ethics training may make the administrator look incompetent (Trautman, 
2000). In other words, administrators who need to place their officers in ethics training 
must have unethical officers and/or must be bad leaders. While some departments 
may offer ethics training as IST, attendance is often not required by officers.

In the 1992 national training package created by the Central Planning and Training 
Unit for police officers, no “explicit reference to the significance of ethics” was 
made with respect to investigative interviewing techniques utilized by police 
officers (Newton, 1998). Trautman (2000) argues that a lack of ethical training, 
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in general, is a recipe for corruption. Training and education in ethics for law 
enforcement is paramount to avoiding corruption (Harrison, 1999). Donahue and 
Felts (1993) support this view and assert that police ethics are in a state of crisis, 
and ethical training is needed. 

There seems to be a consensus that working through real-life problems is the best 
ethics training for law enforcement. Relying on Sherman (1982), Delattre (2002) 
supports ethics training that focuses on the value choices that law enforcement 
officers make and general ethical dilemmas that officers face in their day-to-day 
work. Kleinig (1999) suggests that simply relying on codes of ethics in training is 
not enough. Bristow (1975) and Kleinig (1999) advocate linking the police code of 
ethics with actual real-life problems and cases to help officers work through ethical 
dilemmas and issues in the classroom. Trautman (2000) and Donahue and Felts 
(1993) also support open discussion and ethical-dilemma simulation training. 

While there is some consensus regarding ethics training for law enforcement, 
there is also some diversity of opinion with respect to emphasis of material and 
training techniques advocated by different scholars. Not all scholars agree that 
codes of ethics should be the focus of law enforcement ethics training (IACP, 
1996). Meanwhile, Crawshaw, Devlin, and Williams (1998) advocate that law 
enforcement rely on codes of ethics for guidance in ethical decisionmaking. 
Donahue and Felts (1993) would agree with this analysis as they focus on codes 
as ethical guidance for officers. Crawshaw et al. (1998) suggest using videotape 
recording, not only as evidence in interviewing suspects, but also as a training tool 
for officers to review interviewing techniques with their supervisors. No other 
literature mentions the use of videotape recording in their training. Trautman 
(2000) advocates implementing mandatory internal ethics training in every police 
department; however, this view is not mentioned by others. 

National Institute of Justice Study

This article relies on an NIJ study conducted in 1997. The NIJ study did not utilize 
random sampling in its data collection, but collected data from agencies based 
upon prior relationships and convenience. The authors do not indicate how 
many agencies were invited to participate; however, included in the NIJ study are 
agencies from eleven different states which are not identified in order to honor 
promises of anonymity made during administration of the instrument (Klockars, 
Ivkovich, Harver, & Haberfeld, 2000). This lack of random sampling creates both 
an internal validity selection bias issue and an external validity issue. Thus, 
statistical significance cannot be established from data analysis, and results may 
not be generalized to police officers in the United States.

However, this data set is unique. The survey instrument for the NIJ study was 
completed by 3,237 officers from 30 police agencies in the United States (Klockars 
et al., 2000). The study received a 55.5% overall response rate. The size of the data 
set, the number of variables, and the subject matter are extremely valuable. The 
sampling unit for this study is at the individual level and the agency level. The 
NIJ study also collected data at both the individual level and the agency level. As 
the sample is a convenience sample and not random, this sample is treated as a 
population.
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In police agencies where officers rank misconduct as very serious, officers are more 
willing to report peers for misconduct. There was very little difference between the 
officer’s individual attitude toward the misconduct and what he or she believed 
his or her peer’s attitudes would be toward the misconduct (Klockars, Ivkovic, & 
Haberfeld, 2004). Unfortunately, the Klockars study did not analyze the strength 
of the relationships, only a comparison of means.

The instrument used by the NIJ captured police officer attitudes towards 
police misconduct. The NIJ study has been administered to over 10,000 officers 
worldwide, thus bolstering content validity (Klockars et al., 2004). The survey 
instrument as seen in Table 1 below that is used in the NIJ study included 11 case 
scenarios describing police misconduct; however, for the purposes of this article, 
we use 10 of the 11 case scenarios. The case scenarios involve behaviors that range 
from not very serious, to intermediately serious, to very serious in nature. Some 
of the activities included in the case scenarios are conflict of interest, bribery, theft, 
and excessive force (Klockers et al., 2000). 

Table 1. Case Scenarios by Nature of the Misconduct

Conflict of Interest
•	 A	police	officer	routinely	accepts	free	meals,	cigarettes,	and	other	items	of	small	value	from	

merchants on his beat. He does not solicit these gifts and is careful not to abuse the generosity of 
those who give gifts to him.

•	 A	police	officer	is	widely	liked	in	the	community.	On	holidays,	local	merchants	and	restaurant	and	
bar owners show their appreciation for his attention by giving him gifts of food and liquor.

Exploiting Authority
•	 A	police	officer	has	a	private	arrangement	with	a	local	auto	body	shop	to	refer	the	owners	of	the	

cars damaged in accidents to the shop. In exchange for each referral, he receives a payment of 5% 
of the repair bill from the shop owner.

•	 A	police	officer,	who	happens	to	be	a	very	good	auto	mechanic,	is	scheduled	to	work	during	
the coming holidays. A supervisor offers to give him these days off if he agrees to tune-up his 
supervisor’s personal car. Evaluate the SUPERVISOR’S behavior.

Abuse of Authority
•	 A	police	officer	finds	a	bar	on	his	beat	which	is	still	serving	drinks	a	half	hour	past	its	legal	closing	

time. Instead of reporting this violation, the police officer agrees to accept a couple of free drinks 
from the owner.

•	 At	2:00	am, a police officer who is on duty is driving his patrol car on a deserted road. He sees a 
vehicle that has bean driven off the road and is stuck in a ditch. He approaches the vehicle and 
observes that the driver is not hurt but is obviously intoxicated. He also finds that the driver is a 
police officer. Instead of reporting this accident and offense, he transports the driver to his home. 

•	 Two	police	officers	on	foot	patrol	surprise	a	man	who	is	attempting	to	break	into	an	automobile	
The man flees. They chase him for about two blocks before apprehending him by tackling him and 
wrestling him to the ground. After he is under control, both officers punch him a couple of times in 
the stomach as punishment for fleeing and resisting.

Malfeasance
•	 A	police	officer	stops	a	motorist	for	speeding.	The	officer	agrees	to	accept	a	personal	gift	of	half	of	

the amount of the fine in exchange for not issuing a citation.
•	 A	police	officer	discovers	a	burglary	of	a	jewelry	shop.	The	display	cases	are	smashed,	and	it	is	

obvious that many items have been taken. While searching the shop, he takes a watch, worth about 
two days’ pay for that officer. He reports that the watch had been stolen during the burglary.

•	 A	police	officer	finds	a	wallet	in	a	parking	lot.	lt	contains	the	amount	of	money	equivalent	to	a	full	
day’s pay for that officer. He reports the wallet as lost property, but keeps the money for himself.

Each case scenario is followed by seven questions capturing the police officer’s 
opinion regarding the misconduct scenario. Two questions asked officers to rate 
the seriousness of the case scenario from their own perspective and that of their 
peers. Two additional questions addressed what disciplinary action the officer felt 
should be taken and what disciplinary action the officer felt would be taken in 
the case scenario. The officer’s willingness to report the misconduct was another 
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question, as well as a question regarding whether the officer felt his or her peers 
would report the misconduct. A final question addressed whether the officer 
believed the misconduct was a violation of his or her agency’s official policy 
(Klockars et al., 2000). Whether or not there is a policy in a given agency is not as 
important as the respondent’s knowledge of the existence of such policies and the 
certainty of that knowledge given the respondent’s length of service and rank. 

Methods

The hypothesis explored in this study addresses the fundamental question of 
whether there is a relationship between an officer’s awareness of existing policies 
regarding misconduct and that officer’s attitudes toward peer misconduct and 
willingness to report the unethical behavior of peers. The variables that are available 
for analysis within this data include officer attitudes regarding misconduct, 
officer attitudes regarding agency misconduct policies, officer attitudes regarding 
reporting peer misconduct, rank, supervisory position, length of service within an 
agency, length of service within law enforcement, job assignment, and agency size. 
Background questions about officers are limited in order to protect confidentiality. 
Therefore, questions indicating sex and race were left off of the NIJ survey 
instrument (Klockars et al., 2004).

Attitudes of peers, expected behavior of other officers, and departmental policy 
are measures of organizational culture. An officer’s ethical awareness is measured 
according to his or her attitudes toward misconduct. Ethical standards are 
measured according to what an officer believes should be the punishment for 
misconduct. Ethical action is measured by whether an officer is willing to report 
peer misconduct. This study hypothesizes that an officer’s awareness of existing 
policies regarding misconduct will positively impact that officer’s attitudes toward 
peer misconduct and willingness to take ethical action.

This hypothesis explores an officer’s awareness of existing policies regarding 
misconduct. This variable may be an indicator of how much an officer has been 
exposed to ethics training during his career. This variable also may indicate to 
some degree how committed supervisors are to communicating agency policy 
to subordinates. The results explored in this study regarding whether officers 
are aware of agency policies will suggest whether further training is necessary 
within an agency or systemwide. Given that there is not a great deal of ethics 
training available for officers, the expectation is that officers will be uncertain 
about whether policies exist regarding the less serious misconduct depicted in the 
scenarios. Educators and police supervisors agree that ethics training is important 
for law enforcement, suggesting that this variable with have a substantial impact 
on an officer’s ethical awareness, standards, and action.

As for the impact of policy on officer attitudes, some studies have found a 
relationship between agency policy and officer behavior (Robinson & Chandek, 
2000). It can be argued, however, that community policing is changing the long-
established relationship between size and hierarchy. Larger organizations are 
more likely to have eliminated formal hierarchical bureaucratic structures in 
community-based approaches (Kenney & McNamara, 1999). 
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Analysis

Correlations between agency policy and an officer’s attitude toward misconduct, 
as well as an officer’s willingness to report misconduct are shown in Table 2. The 
strong correlations show that an officer’s awareness of existing agency policies 
impacts the officer’s attitudes toward the seriousness of peer misconduct and that 
officer’s willingness to report peer misconduct. This lends strong support for the 
hypothesis regarding communicating ethical policies and standards to officers 
during training.

Table 2. Correlations Between Agency Policy and Ethical Action

Correlation

Attitudes Toward Misconduct
Conflict of Interest and knowledge of policy 0.569*
Exploiting Authority and knowledge of policy 0.577*
Abuse of Authority and knowledge of policy 0.488*
Malfeasance and knowledge of policy 0.763*

Willingness to Report
Conflict of Interest and knowledge of policy 0.435*
Exploiting Authority and knowledge of policy 0.417*
Abuse of Authority and knowledge of policy 0.357*
Malfeasance and knowledge of policy 0.252*

* p < 0.05 

Regression permits the assessment of the combined and relative impact of the 
independent variables. The regression model in Table 3 explores the predictive 
nature of all the variables coupled with the variables explored in the previous 
section.

Table 3. Ethical Awareness Regression

Independent Conflict of Interest Exploiting Authority Abuse of Authority Malfeasance
Variables ß(t) ß(t) ß(t) ß(t)

Others’ Seriousness 0.741 (68.927)* 0.643 (51.647)* 0.750 (67.564)* 0.423 (35.064)*
Policy 0.160 (14.793)* 0.235 (18.922)* 0.152 (13.697)* 0.520 (43.186)*
Rank 0.122 (11.580)* 0.101 (8.182)* 0.126 (10.943)* 0.034 (2.958)*
Length of Service 0.007 (0.667) 0.012 (1.006) -0.020 (-1.792) 0.004 (0.333)
Agency Size -0.014 (-1.539) 0.008 (0.702) -0.007 (-0.646) -0.005 (-0.459)
Adjusted R2 0.748 0.653 0.700 0.703
F 1,816.754 1,151.997 1,427.034 1,449.488
s.e. 0.606 0.429 0.605 0.185

* p < 0.05 
Note: Others’ seriousness is the officers’ perceptions regarding their peers’ attitudes.

According to the Conflict of Interest Model, 75% of an officer’s attitude toward the 
seriousness of this type of misconduct can be explained by the variables included 
in the model. The other types of misconduct had high percentages as well, with 
65% of the Exploiting Authority Model, 70% of the Abuse of Authority Model, and 
70% of the Malfeasance Model explained by the independent variables. 
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Regardless of the nature of the misconduct, the factors that influence an officer’s 
attitudes toward misconduct the most consistently are the officer’s perception of 
peer attitudes toward misconduct, the officer’s perception of whether a policy 
exists within their agency, and the officer’s rank. The officer’s perception of peer 
attitudes is the strongest predictor for conflict of interest (ß = 0.741), exploiting 
authority (ß = 0.643), and abuse of authority (ß = 0.750). The officer’s perception 
of whether a policy exists within their agency is the strongest predictor for 
malfeasance misconduct (ß = 0.520), with peer attitudes (ß = 0.423) a close second. 
When controlling for rank and supervisory status, length of service is not related 
to awareness. Also, agency size appears to have little, if any, separate impact on 
an officer’s ethical awareness across all types of misconduct. Nonstandardized 
coefficients yielded similar results. Using stepwise and hierarchical regression did 
not impact these results. 

Conclusion

An officer’s knowledge of existing policy impacts that officer’s attitudes and 
behavior. These results show the important role training plays in an agency. Just 
knowing a policy exists and the punishment that will follow has an effect on the 
foundation—an officer’s attitude toward that misconduct—and the action—an 
officer’s willingness to report the misconduct. The hypothesis explored in this 
article asserts that policy will impact an officer’s ethical awareness, and this is 
supported by the data. The regression model shows awareness of policy as the 
second strongest predictor of ethical awareness. The two variables that had the 
biggest impact on officer attitudes overall were officer perceptions of peer attitudes 
and an officer’s knowledge of existing agency policy. These findings show the 
importance of peer relationships within an agency. The second most important 
variable was an officer’s knowledge of existing policy. This finding emphasizes 
the need for increased officer training with respect to agency policy.

The NIJ study is a good tool for surveying officers within an agency prior to 
assessing that agency’s ethics training needs. Future research could focus on 
existing ethics training for law enforcement and could utilize the survey instrument 
within agencies as an ethics assessment tool. It is important to explore other 
ethical issues through expansion of the list of scenarios utilized in the NIJ study in 
order to continually update and improve training efforts recommended here. For 
example, officers who are tempted to misrepresent information on official reports 
or to commit perjury.
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Police Training and College Education: 
A 21st-Century Imperative Whose Time 
Has Come
Michael J. Bolton, Marymount University

Introduction

In 2002, I was a member of a regional accreditation team conducting a site visit at 
a small college in New England. The college had a Criminal Justice program with 
about 150 majors enrolled; my specific assignment was (1) to assess and evaluate 
the Criminal Justice program per se and (2) to examine faculty credentialing for the 
entire college. This was my first time as a member of an accreditation team which 
is a highly responsible position with authority to make recommendations that can 
impact an institution’s accreditation in significant ways. Despite the gravity of 
the assignment, when I arrived at the college, I felt fairly at ease because I had 
had 30 previous years in law enforcement, three of which were as an instructor 
and assistant director of a large regional criminal justice academy. In addition, I 
had 30 years in university teaching, 15 of which were full time, with an additional 
4½ years spent as chair of a Sociology and Criminal Justice department. 

If there were any drawbacks to my role in the site visit, it was a feeling I had as 
I went along that the faculty, staff, and college administrators who I met were 
nervous in my presence. This was understandable. Given the power of the position, 
I suppose there is an occasional member of an accreditation team who is needlessly 
critical, if not nettlesome. I certainly didn’t feel that way. To some extent, my spirits 
were lifted primarily because I saw the visit as not one merely of assessment and 
evaluation but as a welcomed opportunity to assist the department chair and his 
colleagues in advancing the objectives of the department and perhaps helping 
them envision innovative ideas they had not considered. 

I found these individuals to be intensely interested in providing their majors with 
superb instruction; they were quite on the ball with technological advancements 
both within the field and in academic instruction. Moreover, they seemed flexible 
and open-minded enough to embrace the increasingly popular notion of student-as-
consumer. However, it was the marketing-based strategy revered that soon began to 
trouble me. The issue reached its vortex when the department chair informed me 
that the college offered two distinctly different degrees in criminal justice; the first 
was a standard Bachelor of Science in Criminal Justice, but the other degree was 
titled “Bachelor of Science in Criminal Justice for Law Enforcement Officers.”

At first, I thought I had heard incorrectly. When I asked him to repeat the second 
degree’s title, the department chair explained that because the college served a 
number of police officers, deputy sheriffs, state troopers, and military personnel in 
the local region who worked varying shifts, the college ran duplicate courses, timed 
so that the identical subject matter was covered on the same days in the day and 
evening classes. I was impressed by this accommodation, stated as much, and went 
on to praise the college’s efforts to indulge the changing, sometimes erratic work 
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schedules of its students. But I still wasn’t clear on where the for Law Enforcement 
Officers aspect of the unique title precisely tied into their decisionmaking. When I 
pursued the question further, the department chair stated that a number of inservice 
police officers enrolled at the college had complained about how there were too 
many courses focused on social and political theory, research methods, and the 
humanities without enough concentration on the nuts-and-bolts criminal justice 
and criminal law that were directly relevant to their law enforcement positions. I 
was dismayed to hear this.

The day before the end of the visit, I met with the department chair privately to 
encourage him to consider dismantling what I felt was an academically indefensible 
degree program. While I applauded the institution’s effort to be sensitive to the 
needs of its students, in this instance I worried that administrators may have 
succumbed to pressure voiced by officers who preferred to minimize exposure to 
the academically rigorous liberal arts, humanities, and social science coursework 
found in traditional Criminal Justice programs. I further added that by keeping 
the modified degree program, a disservice was being done to the college in general 
and its Criminal Justice majors in particular. The rationale I supplied was that 
over the past several decades, professors teaching in mainstream Criminal Justice 
programs have had to struggle to earn the respect of colleagues in other fields by 
building curriculum approximating those found in traditional programs. I further 
felt the modified degree might be greeted with skepticism and viewed as a return 
to an earlier time, a time when Criminal Justice as an emerging field of study 
was perceived by many academics as inherently blue-collar, applied, “just the 
facts, Ma’am,” taught by instructors insufficiently schooled in the disputatious, 
theoretical, empirical, epistemological quests to pursue truth presumably taught 
by colleagues in other disciplines. 

 To emphasize my point, I advised the department chair that everyone benefits if 
their Criminal Justice graduates “go through the front door” of their respective 
universities with no compromises, earning their degrees by standards found in 
similar programs across the country. What I envisioned were standards more 
recently outlined by the Academy of Criminal Justice Sciences (Southerland, 
Merlo, Robinson, Benekos, & Albanese, 2007). Doing so, it seemed to me, was 
consistent with the farsighted visions shared by August Vollmer, the “father of 
modern policing” in the 1930s (Wilson, 1953).

Vollmer and the Professionalization of Policing

When perusing extant literature on Vollmer (1876-1955), it is impossible not to come 
to the conclusion that he was a forward-thinking, Renaissance man who early on 
recognized how the complexities of modern law enforcement required that police 
departments hire the best educated individuals they are able, preferably those who 
have earned at least a baccalaureate degree. As a young man, Vollmer, a Marine 
veteran of the Spanish-American War’s bloody Philippines campaign, later joined 
and quickly rose through the ranks to become Chief of the Berkeley, California, 
Police Department. His imaginative ideas took root at a rapid pace. Though 
possessing only a grade school education, he read widely, was intensely curious 
about social phenomena, and doubted the value of adhering to doctrinal thinking, 
especially when faced with chaotic changes occurring in the global community. 
As a consequence, he was relentless in his pursuit of innovations, technologies, 
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and approaches to higher education as the means to prepare law enforcement 
officers for the inevitable challenges they’d face in the future. Evidence of some of 
Vollmer’s notable successes include the following: 

•	

•	
•	

•	

•	
•	
•	

•	

•	
•	
•	

•	
•	

Putting	officers	on	bicycles	 (1910),	 then	on	motorcycles	 (1911),	 then	 in	patrol	
cars (1913), and then put radio communications in the cars (1928)
Creating	a	centralized	police	records	system,	one	of	the	first	in	the	U.S.	(1906)
Being	the	first	chief	in	the	country	to	use	blood,	fiber,	and	soil	analysis	to	solve	
crimes (1907)—Vollmer’s emphasis on scientific investigation spurred the 
creation of numerous crime laboratories around the state.
Starting	the	world’s	first	police	school	where	officers	could	learn	about	the	laws	
of evidence (1907)
Being	the	first	chief	to	use	radio	communications	between	officers	(1914)
Forming	the	first	juvenile	division	in	the	U.S.	(1914)
Pioneering	the	teaching	of	criminal	justice	classes	by	starting	a	program	at	the	
University of California, Berkeley (1916)
Outlawing	the	use	of	the	“third	degree,”	meaning	police	officers	could	no	longer	
brutalize detainees to extract information
Being	the	first	chief	to	use	the	lie	detector	in	investigations	(1921)
Being	one	of	the	first	to	use	fingerprints	to	identify	suspects
Hiring	one	of	the	nation’s	first	African-American	cops	(1919)	and	the	first	female	
cop (1925)
Opposing	capital	punishment
Being	the	first	police	chief	to	require	officers	to	have	a	college	degree	(Dinkelspiel,	
2010, p. 1)

Vollmer’s iconoclastic affinity for hiring college-educated police officers manifested 
itself not only in recruitment efforts but also with his own attraction for academic 
settings. His hiring practices centered on locating appropriate candidates from 
the University of California where he taught during summer sessions. Later, he 
took a leave of absence from the Berkeley Police Department in order to teach as 
a full professor at the University of Chicago. Later yet, following his retirement 
from the police department, Vollmer secured a second faculty appointment—this 
time as a professor of police administration in the Political Science department at 
the University of California. Equally noteworthy, during the years he provided 
leadership to his department and taught at these universities, Vollmer amassed an 
impressive list of publications in peer-reviewed criminology and other social science 
journals. Indeed, it is not incorrect to assert that Vollmer was one of criminology’s 
first true “pracademics” and, in this instance, perhaps the indisputable premier 
luminary with solid footing both in the academic and practitioner camps. 

Moreover, Swan (2001) noted that among the so-called “college cops” Vollmer 
taught during his teaching career, several went on to noteworthy acclaim of 
their own: “Orlando W. Wilson, who ultimately became dean of the School of 
Criminology, University of California at Berkeley; V.A. Leonard, chair of the police 
science department at the University of Washington; John Larson, who invented 
the polygraph; William A. Wiltberger, who became chief of police at Evanston, 
Illinois; George Brereton, who served as director of the California Bureau of 
Investigation; A.S.J. Woods, who created a modern police force in Nanking, China; 
and J. Stewart Rooney, who became professor of pathology at Harvard University, 
to name but a few” (p. 107).
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Interestingly, despite the popularity garnered by Vollmer’s penchant for selecting 
highly qualified police officers of superior intellect and advanced education, 
decades of controversy would pass before the unremitting hue and cry of “street 
sense” as the singular most important characteristic of the police personality 
would begin to lose some of its appeal as more departments began requiring that 
applicants have at least some college credits. 

Establishing a Need to Combine Training with Education

Several decades later, speaking at a forum on police and higher education, 
Jeremy Travis (1995), then Director of the National Institute of Justice and current 
President of John Jay College of Criminal Justice, acknowledged that the need for 
college-educated police is not without controversy. He astutely added that a major 
factor driving the debate was the inability to measure with any degree of precision 
education’s effect on policing. 

Ten years after that, Bostrom (2005) also found that it is difficult to capture data 
suitable for illuminating education’s potential impact on policing. Nevertheless, 
in a study he conducted using information on work habits of 452 Saint Paul, 
Minnesota, police officers from September 1999 through September 2002, 
Bostrom was able to tease out enough information to conclude that type of degree 
rather than years of education may have more predictive power in examining 
relationships between education and police work habits. He used disciplinary 
actions, police vehicle collisions, usage of sick leave, and letters of commendation 
as his dependent variables. One unexpected anomaly surfaced from the data fairly 
quickly: work habits of high school graduates and officers with graduate degrees 
were approximately the same. Bostrom surmised that age—both groups tended to 
be older—likely accounted for the similarities. 

More telling, however, was the interesting dichotomy between those officers 
with associate, bachelor, and master of arts degrees compared to those holding 
correspondingly similar associate, bachelor, and master of science degrees. 
Generally, he found that factors considered favorable (e.g., lower sick leave usage, 
fewer disciplinary letters, and more commendation letters) were observed at a 
higher rate with officers possessing bachelor and master of arts degrees. In his 
analysis of study results, Bostrom (2005) extrapolated that differences in the 
type of academic effort needed to earn an arts versus a science degree might be a 
reasonable explanation. He concluded that a bachelor of arts degree . . .

emphasizes problem-solving from a variety of viewpoints, develops 
understanding of how perceptions influence behavior, increases a person’s 
comfort level with ambiguity, and assumes that the things going on in the 
world are fluid and interrelated. With this style of thinking, individuals with 
bachelor of arts degrees are likely more comfortable with the notion that 
there is more than one way to solve a problem. In contrast, the officers with 
bachelor of science degrees tend to be rewarded for collecting verifiable facts 
and drawing conclusions based on those facts. Frequently in the sciences 
there is one correct or best answer; or one best way to do things. It seems 
plausible that as officers attend college and learn to think scientifically in a 
traditional bachelor of science program, they may encounter resistance from 
citizens if they use the scientific approach to solving problems.
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Notwithstanding the problematic measurement issues in Bostrom’s (2005) 
study (and presumably others), if the overarching goal is to improve policing, 
then training coupled with education conceivably may enhance positive field 
experiences over the entire career of a police officer. This explanation has a 
basis in logic inasmuch as contemporary human experience is rife with change, 
unpredictability, volatility, and chaos. Moreover, developments in information 
technology are increasing apace at incredible rates. If departments are to mirror 
changes in knowledge gathering underway with the current generation of 
computer/Internet savvy adolescents and young adults, police executives ought 
to hire officers equally adept at adjusting to these revolutionary changes. To some 
extent, this is already being done. As with increases in educational levels in the 
general population, many departments are now requiring applicants to have 
attended college, with some of the more progressive agencies mandating a college 
degree or graduate study for promotion. This is being done, in part, because law 
enforcement managers are become increasingly aware of the distinction between 
training and education, and the incontestable need to have officers well-versed in 
both if they are to competently face unfathomable challenges in the new century.

To be clear, training is not education. Putatively, whereas higher education is 
indicated by possession of a college degree that entails exposure to conceptual, 
theoretical, and analytic learning processes occurring over an extended time 
period, training tends to be short term, practical, and performance-related to those 
immediate tasks for getting things done. In police training, instructional effort 
centers chiefly on how officers will meet specific objectives. Though it is accurate 
to say that training often is not a one shot deal, it rarely has the effect of helping 
individual officers construe the dynamics of their social universe and thereby 
effect deep-seated opinions and attitudes they hold that impact their behavior. 

In this regard, Krishnamurthy (2002) argues that a “total training” model for 
professional police has to be guided by “knowledgeable workers,” not merely 
“skilled workers,” the latter being mainly suited for routine and production line 
sort of work, which is unacceptably one dimensional given the perplexities today’s 
law enforcement officers face (p. 3). Indeed, if the desired goal is to have police 
behavior reflect the behavior of the larger society, then future performance-based 
instruction that incorporates the social values, interests, and ethics of society must 
be reflected in the actions of individual officers.

To extend Krishnamurthy’s (2002) professional police theorem, Kratcoski and Das 
(2007) meaningfully apply a lens meant to blend training with education for police 
by providing an outline that incorporates the following:

•	
•	
•	
•	

•	
•	

Police	education	in	a	changing	world
Types	of	education	and	training
Curriculum	for	education	and	police
The	relationship	between	political	and	administrative	leadership	and	quality	of	
police training
Effects	of	higher	education	on	police	officers’	careers
The	relationship	between	police	academy	and	university	training	(pp.	8-17)

He acknowledges the ongoing debate between proponents of “hard skills of 
policing” versus advocates of the college degree, but he also sees value in having 
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knowledgeable instructors follow detailed training plans that not only have 
defined, measureable objectives but also include the theoretical and behavioral 
linked to applied aspects of instruction (Al-Kaabi, 2002, p. 2). The hoped-for 
outcome, some proponents of higher education suggest, would be police officers 
who are more likely to be “mature, flexible, more aware of social and cultural 
problems, more tolerant of cultural diversity, and more likely to understand and 
recognize the need to work within the parameters set by the rule of law” (Sarhan, 
2002, p. 14).

The Future of Police Training and Education in a Changing World

Current studies on police indicate how informal occupational norms, values, and 
assumptions not only shape the police culture, but also the “everyday decisions 
and practices” (Loftus, 2009, p. ix) of individual officers. In today’s changing world, 
police administrators must monitor artifacts and manifestations of police culture 
to ensure they reflect the endless changes in information technology, terrorism, 
homeland security, internal civil disturbances, and transnational criminal activities 
affecting their organizations. Deliberative, thoughtful responses to these changes 
are not enough; police must choose their responses wisely and react to them 
quickly.

To meet these changes, I agree with Kratcoski and Das’s (2007) assertion, “It is 
apparent that training alone will not prepare police officers for the critical thinking 
and decision-making of the future. Higher education appears to be the key to 
effective policing in the twenty-first century” (p. 21). By managing complicated 
information systems; using personal initiative; and exercising creative, analytic, 
and critical thinking, police officers can play key roles in public safety, homeland 
security, crime prevention, and criminal investigation. Few would doubt the 
potential benefit of a mutually desired training/education alliance, but this much-
needed melding of instructional resources clearly is not happening.

As recently as last year, for instance, Oliva and Compton (2010) published results 
of a qualitative study that examined the classroom social environments and 
classroom experiences most valued by police officers. The study revealed students’ 
preferences for four subthemes: (1) engagement, (2) affiliation, (3) efficiency, and 
(4) practicality. In essence, students preferred classes which were stimulating, 
allowed for social interaction, were well-organized, and primarily focused on real-
world job demands. With regard to the last subtheme, the authors emphasized 
that students preferred instructors who possessed law enforcement experience 
and shared their experiences in the classroom. Not surprisingly, they also expected 
to gain further insights from these instructors on how better to handle the practical 
aspects of the duties, responsibilities, and skills-based content relevant to their 
profession. While I strongly support carefully selected “war stories” as a teaching 
tool and feel there is much to appreciate about what these student officers hoped 
to acquire from their classes, the scope of that approach is decidedly outdated and 
narrow.

More specifically, I hope I have made the case in this essay that overreliance 
on “hands-on” training and task-relevant storytelling is inimical to the aims of 
forward-thinking police executives. Equally important, these leaders are not 
alone in struggling with this issue, nor is the persistent conflict surrounding the 
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training/education imbroglio endemic just to law enforcement. Think about it. 
In today’s world, I cannot conceive of an enlightened, progressive leader in any 
academic discipline having a practitioner component to it—engineering, business 
administration, public administration, medicine, psychology, law, nursing, and so 
on—who does not embrace the idea that unaided by academic influence, skills-
based, practical training by itself is too myopic to prepare professionals within 
their respective disciplines. 

Having said all this, my key argument is that policing in America has reached a 
juncture in its evolution at which novel, energetic, enterprising, multidirectional 
conversations (please, no more debates!) on this subject are critically needed among 
stakeholders, including low-level officers, high-ranking officials, community 
activists, citizens, academics, local politicians, and others. I feel we have crossed 
the threshold at which point polemics and postulations on the value of college 
education for criminal justice professionals no longer serve a legitimate function; 
in fact, they stultify the flexibility and intellectual growth of the profession. What’s 
required in this era, I contend, are bright, energetic visionaries—much like Vollmer 
was in his day—that is, intelligent women and men possessed of imagination, 
energy, dedication, temerity—brashness, if needed—in order to bring local police 
and university officials together to expedite the retooling of training programs to 
ensure they bear some evidence of our best academic instruction and practices. 
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Introduction

Today, factors such as continuous advancements in information and 
communication technologies and their direct effects on policing techniques and 
philosophies; changing types of crimes and profiles of criminals; increasing 
community expectations; social and political demands; international obligations 
and requirements; and changes in policing, management, and leadership styles 
are forcing police organizations to make radical changes. These changes appear 
as a reform, modernization, and reorganization project in some countries; while 
in some other countries, they appear as an initiative to establish a sustainable 
training system from scratch while trying to keep abreast of the rapid changes 
through ad hoc trainings.  

The effort to provide the best possible training and education opportunities is 
the most significant and common point in this changing process. Management 
trainings play a crucial role in the constant development of a police organization 
that aims at high-quality policing service. Consequently, as a subsystem of police 
education and training, the management training system is considered to be the 
backbone of a contemporary police organization. 

Throughout the world, each country has a different organizational structure, and 
ranking and promotion system, as well as different training approaches, methods, 
practices, content, etc. As emphasized by Das and Pino (2007), these differences 
occur due to historical, cultural, economic, political, and other institutional 
differences between countries, and there cannot be one perfect way to educate and 
train police officers in all countries. However, the ultimate goal of any country’s 
police training system is to develop and implement the most effective and efficient 
way to provide the best training in order to have the best and most competent 
officers available. 

Recently, the United Kingdom has experienced tremendous change in policing 
operations, techniques, and philosophy, accompanied by a commensurate rise in 
demand for relevant, high-quality police training and education. The UK police 
service recognizes and celebrates the virtues of adult and lifelong learning, making 
a perfect companion for other institutions and universities such as Portsmouth, 
Leicester, and Cambridge (Haythorne, 2007, p. 241). The British National Policing 
Improvement Agency (NPIA) is also an exemplary model for police management 
training systems. 
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Notable to this study are the Turkish practices in police management training, 
especially the success story of the Turkish National Police’s (TNP) e-learning 
portal. The TNP e-learning portal was developed in 2005, with cooperation 
from the Middle East Technical University (METU) in order to circumvent high 
travel expenses, board, and lodging costs of course participants; lack of proper 
accommodation for course participants; work- and family-related issues; the 
cost and difficulties of developing, printing, distributing, and updating training 
materials; the effectiveness of training courses; and the shortages of proper 
venues and qualified trainers for over a thousand managers. Since 2005, each year, 
approximately a thousand middle- and senior-level managers are being trained 
through TNP’s e-learning portal (Semerci, 2008). Research reveals that trainers and 
trainees positively perceive this learning method (Semerci, 2008; Zengin, 2007). 

The Swedish Police Service, however, has a completely different, contract-based 
approach to police management training. The Swedish Police Service advertises 
vacancies for senior management ranks, where civilians can also apply for 
managerial positions. Managers sign a temporary contract of six years. Different 
from other countries’ practices, the Swedish Police Service has a management 
supply system from which potential leaders are identified and trained by using 
the same programme used for the existing managers; however, training of 
managers in Sweden does not guarantee a position. On the other hand, strategic-
level leadership training is considered to be equivalent to Master of Business 
Administration (MBA) studies, and managers are practicing in leading companies 
during their training. Thus, the current study aims to present the distinctive nature 
of the police management training practices of the countries studied while also 
highlighting their commonalities.

Methodology

Both authors of this study either attended several management training 
programmes in each country studied as a participant and/or as a participant 
observer; or because of their role in Turkish National Police Headquarters, they 
have officially partaken in national police management training programme-
curriculum development. Accordingly, they both examined other countries’ 
respective management training programmes resourcefully at the official level. 
In the current study, three countries’ police management training systems are 
analyzed based on similarities and differences in the context of organizational 
structures; police management systems; rank structures; ranking systems; career 
advancement; and management and leadership training programme-curriculum 
development, implementation, and evaluation processes, with the aim of providing 
useful information to practitioners, researchers, and readers.

Organizational Structure

Turkey

Turkey is a country at the crossroads of Europe and Asia with a population of 
73,722,988 (Turkish Statistical Institute, 2011). It is a democratic republic with 
a parliamentary system of government. The Prime Minister is responsible 
for ensuring that the Council functions in a harmonious manner as well as for 
coordination between the Ministries. The TNP is under the jurisdiction of the 
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Ministry of Interior Affairs and is headed by the General Director of the TNP. TNP 
Headquarters is located in Ankara, the capital city of Turkey. In accordance with 
the civil administration regions, Turkey has 81 cities. Thus, there are 81 city police 
departments throughout the country under the TNP Headquarters’ centralized 
organizational structure, one in each region. Over 200,000 officers are serving at 
the TNP (TNP, 2009). In addition, 34 police departments, one Police Academy, 27 
Police Vocational Schools of Higher Education (Polis Meslek Yuksek Okulu), ten Police 
Vocational Training Centers (Polis Meslek Egitim Merkezi), two Police Colleges, and 
17 foreign liaison offices are under the TNP Headquarters’ structure. 

United Kingdom

The UK consists of four countries: England, Wales, Scotland, and Northern 
Ireland. The estimated population of the UK is 62,008,048 (UK National Statistics 
website, 2011). The UK is a unitary sovereign state governed under a constitutional 
monarchy and a parliamentary system, with its seat of government in the capital 
city of London. Law enforcement in the UK is organized separately in each of 
the four legal systems (Quick Facts – United Kingdom, 2011). Within England and 
Wales, there are 43 police services and 43 chief constables. The exception is the 
Metropolitan Police Service, whose rank structure differs slightly and which has a 
commissioner of police (MET Police, n.d.). A total of 141,730 police officers serve 
throughout the UK. The UK has a tripartite system in which responsibilities are 
distributed between the Home Office, the local police authority, and the chief 
constable of the force (Hirst, 2011; Verma, 2010).

Sweden

Sweden is the third largest country in Western Europe with a population of 
approximately 9.3 million (Sweden.se, n.d.). The government system of Sweden is 
a parliamentary democracy. At the national level, the people are represented by the 
Swedish Parliament, which has legislative power. The government implements the 
parliament’s decisions and draws up proposals for new laws or law amendments. 
Sweden has a national police service, responsible to the Ministry of Justice 
(Sweden.se, n.d.). The Swedish Police Service is comprised of 21 autonomous 
regional police authorities which are headed by a County Police Commissioner. It 
has more than 23,000 employees in different ranks working at local, national, and 
international levels (Polisen, n.d.). The Head of Police in Sweden is the National 
Police Commissioner; however, he is directed by the National Police Board (NPB). 
The NPB (2005) is the central administrative and supervisory authority for the 
Swedish Police Service.

Rank Structure, Management Levels, and Promotion Procedure

Turkey

The rank structure of the TNP is as follows: General Director of the TNP, Chief 
Superintendent 1st degree, Chief Superintendent 2nd degree, Chief Superintendent 
3rd degree, Chief Superintendent 4th degree, Superintendent, Chief Inspector, 
Inspector, Deputy Inspector, Senior Head Police Officer, Head Police Officer, and 
Police Officer (TNP, n.d.).
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There are three management levels within the TNP: (1) first-level, (2) mid-level, 
and (3) senior-level. However, police managers are being considered in two 
groups. The first group of police managers, referred to as “Class A,” consists of 
Police Academy graduates, those who are considered police academy graduates, 
and Faculty and Higher Education Institution Programme (Fakulte Yuksek Okul 
[FYO]) graduates (Zengin, 2007). These groups of officers join the police service as 
deputy inspectors soon after their graduation. 

On the other hand, the second group, “Class B” police managers, is made up of 
officers who have completed a management training course. This course is offered 
by the General Directorate of Security subject to the needs of short- and long-term 
staff planning. Police officers who are entitled by the requirements mentioned 
in relevant regulations can apply for this training. Following the selection and 
examination process, they undergo a nine-month management training course. 
Successful graduates are appointed to police service as a deputy police inspector. 
Their waiting period for promotion is different from the “Class A” police managers’ 
waiting period (Resmi Gazete [National Registrar], 2001).

Each year, two different assessment boards are established at the TNP Headquarters. 
The Central Level Assessment Board assesses the Deputy Inspector, Inspector, 
and Chief Inspector’s promotion conditions and requirements. This board 
recommends suitable candidates for promotion. The High Level Assessment 
Board is established to assess 4th degree, 3rd degree, and 2nd degree Chief 
Superintendents’ promotions. Both boards are gathered each year in May to assess 
and recommend qualified candidates for promotion. 

Promotion requirements are primarily determined in police law. The details are 
published in “Regulation on Assessment Boards of Promotion Procedure of Security 
Service Personnel and Responsibilities of Assessment Boards” (Resmi Gazete 
[National Registrar], 2001). Some of the conditions for promotion are availability 
of vacant positions, being successful at the two-week management training course, 
displaying a satisfactory performance in the promotion examinations, having positive 
assessments, completing the necessary waiting period at the current rank, and so on. 

Subject to the selection and examination process, police officers shall be appointed 
as head police and senior head police. The General Directorate of Security 
determines the quota for head police and senior head police, but the quota cannot 
exceed 25% of total police officers1 (Resmi Gazete [National Registrar], 2010).

United Kingdom

Throughout the UK, the rank structure of the police is identical up to the rank 
of Chief Superintendent. Accordingly, the rank structure is as follows: Police 
Constable, Sergeant, Inspector, Chief Inspector, Superintendent, and Chief 
Superintendent. At higher ranks, structures are distinct within London where the 
City of London Police has a series of Commander, Assistant Commissioner, and 
Commissioner, while applicable ranks in Metropolitan Police are Commander, 
Deputy/Assistant Commissioner, Assistant Commissioner, Deputy Commissioner, 
and Commissioner. UK county police chief officers’ ranks are Assistant Chief 
Constable and Deputy Chief Constable, with Chief Constable as the top rank. 
All Commissioners and Chief Constables are equal in rank to each other (Dobby, 
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Anscombe, & Tuffin, 2011; Verma, 2010). In the UK, there are basically three level
of leadership: (1) core leadership level, (2) senior leadership level, and (3) executiv
and strategic leadership level (Verma, 2010). 

Promotion and advancement opportunities are sufficient for everyone in th
service. There is no method of direct entry at a more elevated level. Senior manager
are identified from their performance within the hierarchical rank structure. Th
most important criteria for promotion and advancement in the police servic
is professional competencies. Thus, the majority of assessment and selectio
mechanisms are competency based. The Police Promotion Examinations Board play
a major role in promotion issues, and many police services have very sophisticate
assessment and selection mechanisms (Haythorne, 2007, pp. 245-248). 

In the UK, each officer joins the police service as a constable. Then, they are al
required to undergo a two-year probationary period, working in a uniforme
policing role. After the two-year probationary period, officers are entitled t
apply for promotion to the first supervisory rank of Sergeant. To become a chie
constable, an officer needs to go from police constable all the way through to th
top. Progressions to sergeant and inspector ranks are by national examinations
Through provision of intensive training and education, these officers are “fas
tracked” to the rank of chief inspector within approximately seven years afte
joining (Verma, 2010). According to the current National Police Promotion Framework
which incorporated work-based assessment and is subject to further discussion
by the Police Promotion Examinations Board, the following four steps are bein
considered for promotion: 

Step 1: Suitability – Candidates must have completed probation and be 
competent in their current rank as assessed through the Performance 
Development Review. 

Step 2: Legal Examination – Candidates must demonstrate the appropriate 
legal knowledge relevant to the rank for which they have applied. 

Step 3: Assessment Against Role-Specific Competencies and Matching to Vacancies – 
Candidates must demonstrate potential against the full range of required 
National Occupational Competencies. Additional competencies may also be 
required for specific roles.

Step 4: Temporary Promotion and Work-Based Assessment – Candidates are 
provided with an opportunity to demonstrate competence in the relevant 
rank aspired to over a period of at least 12 months. (National Police Promotion 
Framework [NPPF], n.d.)
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Sweden

In Sweden, constable is the first level of the ranking system, followed by 
sergeant, inspector, Superintendent, Chief Superintendent, Deputy Police 
Commissioner, District Police Commissioner, Deputy Chief Commissioner, and 
Chief Commissioner (Polisen, n.d.). There are three levels of leadership within 
the Swedish Police Service: (1) direct leadership, (2) indirect leadership, and 
(3) strategic level leadership (NPB, 2005). 
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There is no automatic promotion between the posts. Application for vacant positions 
is an individual decision. The Swedish Police Service advertises vacancies for senior 
management ranks, except for the rank of Inspector. In order to promote to the rank 
of Inspector, ten years of service is required. All managers sign temporary contracts 
whose duration is six years with the possibility to extend it for another three years 
(Carmona & Gronlund, 2003; NPB, 2005). Upon expiration of the contract, there 
is no guarantee that a manager will resume the current management position. 
Nevertheless, some other posts shall be offered within the service based on their 
qualifications. In Sweden, civilians can also apply for managerial positions, but they 
have little chance of getting the positions except for law graduate applicants (NPB, 
2005). Since it is quite problematic to find qualified candidates for strategic and 
middle-level management, The Swedish Police Service has developed a management 
supply system from which potential leaders are identified and trained by using the 
same programme used with the existing managers. Training of managers in Sweden 
is not a guarantee that they will be hired for the position (Lutteman, 2010). 

Training Programme and Curriculum Development

Turkey

In Turkey, mid-level and senior-level management training course contents are 
being determined subject to the regulatory statute “General Directorate of Security 
Regulatory Statute on Preparation of Promotion Examination Questions and 
Management Training Courses,” which was approved by the Ministry of Interior 
on February 8, 2006. According to this regulatory statute, Article 9, Institute of 
Security Sciences, is responsible for determining and developing management 
training course content and curriculums. Each lesson’s course content is being 
developed based on the target group’s training needs. 

Eight lessons have been developed for the following mid-level management training 
courses: Human Rights Violations and Problems Both in Turkey and Throughout the 
World, Public Relations, Middle Level Management, Police Ethics, Problem Solving 
Techniques, Management Psychology, Information Technologies in Management, and 
Efficiency in Management. Similarly, eight lessons have been developed for senior-
level management training courses: Crisis Management and Relevant Legislation, 
Globalization and Effects, Meeting and Time Management, Control Mechanisms on 
Human Rights Predicted with National Legislation and International Conventions, 
Human Relations in Management, Improvement of Management, Executive Leadership, 
and Senior Level Management and Leadership. Each management training course 
takes two weeks (56 hours)—both for mid-level and senior-level police managers.2

On the other hand, the TNP Department of Education is responsible for Police 
Supervisors’ Training for Police Officers. This training lasts for nine months, 
and the TNP Department of Education is responsible for the development and 
implementation of all training programmes (Resmi Gazete [National Registrar], 
2001; TNP, n.d.).

United Kingdom

Different from Turkish and Swedish practice, the assessment of training needs 
is being conducted by independent consultants in the UK. Interviews with 
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stakeholders, including the Chief Constable, are a part of the training needs analysis 
process. In addition to interviews, standard questionnaires are being used, and 
role profile requirements have been taken into consideration during this process. 
The National Occupational Standards and National Competency Framework have 
been linked together to provide an Integrated Competency Framework (Chen, 2009; 
National Center of Policing Excellence [NCPE], 2006). The framework includes 
respect for race and diversity, and also includes a community and customer focus. 
The three models for Training Needs Analysis, Design, and Evaluation are based 
on the National Occupational Standards and have been specifically designed for 
practitioners (Verma, 2010). 

In the UK, police training arrangements are “complex and variable, reflecting the 
consequences of not having a national police force” (Haythorne, 2007, p. 246). 
However, there are some national programmes by which all forces must comply. 
Based on the training needs assessments and adhering to the national occupational 
standards, basic leadership domains are being determined on professional policing 
skills, business skills, and executive skills. 

Across all programmes, at all levels, an appropriate blend of business, 
professional, and executive policing proficiency realms are to be ensured. Basic 
leadership domains consist of professional policing skills (Command and Control, 
Civil Contingencies, Counterterrorism, Strategic Management of Intelligence, 
Criminology, Sociology and Socioeconomics, Operational Risk Management, 
Health and Safety, Public Protection, and International Policing), business 
skills (Resource and Demand Management, Financial Management, Business 
Planning, Strategic People Management, Utilizing Incident Command Training, 
Science and Technology, Programme Management, Marketing, Communication 
and Influencing, Performance Management, and Continuous Improvement), 
and executive skills (Governance and History of UK Policing, Tripartite and 
Government, Strategic Working Partnership Working, Political Skills, Stakeholder 
Management, Ethical Policing, and Doctrine of Leadership) are considered 
cornerstones for all levels of management and leadership training. The UK police 
work together with occupational physiologists to determine these skills for each 
realm (Dobby et al., 2011; Verma, 2010). 

Table 1. UK Management Levels and Relevant Programmes

Management Levels  Equivalent Programmes/Courses 

Sergeant, Inspector, and equivalent police staff Core Leadership Programme
Inspector and equivalent police staff Positive Action Leadership Programme
Chief Inspector and equivalent police staff Special Constabulary Senior Leadership 

Programme
Chief Inspector and equivalent police staff Foundation for Senior Leadership
Chief Inspector to Chief Superintendent and Positive Action Leadership Programme for Senior 

equivalent police staff Leaders – Moving On!
Superintendent and equivalent police staff Senior Leadership Programme 
Chief Superintendent and equivalent police staff Independent Command Programme
 Chief Officers and equivalent police staff Strategic Command Course; Executive 

Development Programme

Source: National Police Improvement Agency (NPIA), n.d.
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The Core Leadership Programme consists of personal development as a manager 
and leader, and information based on Decision Making; Performance Management; 
Resource Management; Meeting Line Manager, Staff, Customer, and Quality 
Needs; Financial Control; Marketing Planning; Project Development and Control; 
Human Resource Development; Managing Recruitment and Selection; Being a 
Leader; Leadership Practice; Citizen Focus and Neighbourhood Management; 
Conducting a Management Project; Operational Activities II; and Critical Incident 
Command I and II. The Middle-Level Management and Leadership Training 
Programme consists of the following subjects: Finance for Non-Finance Managers; 
Equality, Diversity, and Human Rights in Action; Individuals and Groups; Change 
Management; Ethics and Values; Command & Control; Personal Leadership; 
Psychometrics; Strategic HR; Operational Management; and Current Political 
Climate (Dobby et al., 2011). 

The Senior Leadership Programme is linked to the Foundation Course for Chief 
Inspectors and the Independent Command Course for Chief Superintendents. 
This programme is divided into a number of modules, commencing with Finance 
for Non-Finance Managers and Equality, Diversity, and Human Rights in Action. 
These modules provide a gateway to the full programme and must be successfully 
completed (NCPE, 2006). On completion of the gateway modules, candidates will 
work towards completion of the following: Professional Policing Skills I, Executive 
Skills, Business Skills, and Policing Skills II. The programme has been designed to 
run over two years, but it can be completed in between 18 months and two years 
or longer. Each module is run over a period of one week and will be delivered 
from an NPIA site. This programme is linked to the other leadership programmes 
delivered by the National College of Police Leadership (NCPE, 2006). 

The Strategic Command Course is conducted to prepare selected UK and 
international police officers and police staff for appointment to the most demanding 
executive roles in the police service. The Strategic Command Course curriculum 
includes Strategic Planning; Equality, Diversity, and Human Rights; Leadership 
and Ethics; Negotiation; and Influencing Subjects (NPIA, n.d.; Verma, 2010). 

Sweden

Management and leadership development for the Swedish Police Service is directed 
by the National Police Board. The design process is a shared task coordinated 
by the Leadership Training Centre at the National Police Academy, which is at 
the same time under the supervision of the NPB. The Management Policy of the 
Swedish Police Service serves as a guide to explain the roles, mission, and goals of 
the management trainings (Carmona & Gronlund, 2003). 

The process of determining management training needs and developing the course 
contents for the Swedish Police Service is executed by using the following modus 
operandi: the NPB receives requests and needs from local police authorities, which 
then issues a request for development and implementation of training. However, 
development talks play a vital role in determining police managers’ training 
needs. Training needs are a joint venture of police representatives, university 
representatives, and subject matter experts (i.e., consultants in relation to area 
under development) (Lutteman, 2010).
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The Swedish Police Service has a two-track approach in the training of managers. 
The first track is the training of existing managers at the strategic management 
level, middle management level, and direct leadership level. Regional police 
authorities may also determine the police managers’ needs and initiate training 
programmes. The only exception is strategic management level trainings. This 
level of training is centralized because of the number of candidates and because 
of the strategic importance and nature of this level of training. Another approach 
is the training of potential managers by using the Assessment Centre (Lutteman, 
2010; Swedish Police Service, n.d.). 

Direct leadership training is organized for the rank of police inspector. The 
approximate number of staff eligible for this type of training is 2,300. The training 
is based on trial learning, meaning that participants are working and learning. This 
is a one-year study with two blocks—one being management the second being 
leadership training. The management block is comprised of the following subjects: 
The Police and Society, Steering Mechanisms, Labor Law, Working Environment, 
and Core Values. It is organized using e-learning. Leadership training is composed 
of the following: Self Awareness, Group Dynamics, Effective Teams, Motivation, 
and Communication. These blocks are action-based learning situations where 
participants work and study (Lutteman, 2010; NPB, 2005). Approximately 450 
Superintendents and Chief Superintendents are eligible for middle management 
level leadership training in the Swedish Police Service. The leadership training 
programme for this level of managers is composed of a two-block study: 
(1) Management and (2) Leadership. The Management block is composed of Labor 
and Administrative Subjects, Organizational Development, Communication, and 
Developing an Effective Management Team. These studies are part of the managers’ 
daily work. Three universities are involved in the Swedish police management 
training process, and this collaboration has proven to be a very good experience 
for the Swedish police. The duration of these studies is two years. E-learning is 
the method used, and five seminars are organized, each four to five days long 
(Lutteman, 2010; NPB, 2005; Polisen, n.d.). 

Approximately 100 commissioner-level staff are eligible for the strategic 
management level leadership trainings. Main study areas of the training are 
Change and Quality Management, Advanced Leadership, Research in the Area of 
Management Studies, etc. This study is based on and equivalent to MBA studies. 
The duration of the training is 18 months, and most of the training is on the job. 
Managers are provided with hands-on experience by visiting and practicing in 
leading companies such as IKEA, Volvo, and Scania (Lutteman, 2010). 

Training Implementation

Turkey

Police management training courses are being conducted under the responsibility of 
the Police Academy. According to the “Regulation on Assessment Boards of Promotion 
Procedure of Security Service Personnel and Responsibilities of Assessment Boards,” 
the management training course has been a requisite for mid- and senior-level police 
managers. The aforementioned regulation, Article 37, indicates that management 
training courses shall be classroom-based at Ankara or provided via e-learning. Since 
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2005, Turkish police management training courses have been conducted through the 
General Directorate of Security’s e-learning portal (Semerci, 2008). 

While the National Police Academy is responsible for the first- (basic), middle-, 
and senior-level police management trainings, the TNP Department of Education 
is responsible for police supervisors’ training for all officers (TNP, n.d.). The 
management training courses are taught by police instructors from the Police 
Academy, subject matter expert police managers, university professors, and 
subject matter experts from other institutions. 

United Kingdom

The National Policing Improvement Agency was formed in April 2007 with the 
purpose of contributing to improving public safety. Classroom-based learning, 
e-learning, and blended learning are being used for management training courses 
throughout the UK. Many of the modules and courses are available for in-house 
delivery, taking advantage of modern technologies and a blended learning 
approach. E-learning courses are designed and developed by the National Centre 
for Applied Learning Technologies (NCALT)—a unique collaboration between 
NPIA and the Metropolitan Police Services. The e-learning and other NPIA 
learning resources are made available to the 43 Home Office Forces and Associate 
Partners through the NCALT Managed Learning Environment. The NCALT has 
also provided practitioners with a rapid e-learning authoring tool called Panda, 
which allows forces and partners to develop their own quality assured e-learning 
to complement the national programmes (Chen, 2009; NCPE, 2006). 

The British police teaching staff consists of Bramshill tutors, experienced police 
officers, and non-police training staff. Teaching staffs demonstrate a balance of 
vocational experience and professional academic expertise (Haythorne, 2007; 
NPIA, n.d.; Verma, 2010).

Sweden

Police training is carried out in three different places in Sweden. First, the 
National Police Academy has a Leadership Training Centre, where leadership 
and development courses are being conducted. Second, there are three National 
Leadership Centres in three regions which are being used for this purpose. 
The Leadership Centres are directed by the NPB. Local police authorities are 
accountable for the management trainings. Training for first-level and middle-
level management is organized in cooperation with universities and consultants; 
whereas training for the strategic level is organized at universities (NPB, 2005). 
Experienced police instructors, experts, and university professors are the sources 
for police management training courses for different levels. The Universities of 
Växjö and Umeå are also providing management and leadership training for the 
Swedish Police Service. Even though there were some hesitations at the beginning 
of the process, currently there is a high level of satisfaction with utilizing the 
university faculty (Lutteman, 2010). The e-learning method is being used for all 
levels of management and leadership training. 
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Training Evaluation

Turkey

Management training course participants’ knowledge, skills, and the specific 
learning that they demonstrate in relation to the objectives are being evaluated 
at the end of the management training courses. Most of the evaluation is done 
by teachers. Teachers’ observations and course participants’ feedback are also 
taken into consideration for assessment purposes (Semerci, 2008). It is notable to 
emphasize that the test at the end of the two-week management training course is 
crucially important for the participants’ promotion. 

United Kingdom

All trainings are being evaluated based on the National Evaluation Training Strategy. 
The National College of Police Leadership is formally designed as an assessment 
procedure. Thus, delegates are being provided with formative assessment 
throughout the modules, which enables them to receive appropriate, valuable, 
and timely developmental feedback. This feedback will be based on delegates’ 
knowledge, skills, and specific learning that they demonstrate in relation to the 
objectives. There will also be behaviour-based observations and feedback delivered 
by tutors. The Kirk-Patrick Evaluation method is also being used at different levels 
to evaluate police leadership training programmes (Verma, 2010). According to the 
research report conducted by European Police College, CEPOL (2006), the UK is 
one of the few countries that uses portfolios during the assessment process. The 
portfolio asks the assessor/supervisor to record how each performance criteria was 
assessed and how each competence was agreed upon (i.e., by observation, product, 
or discussion).

Sweden

The NPB has resources to evaluate activities and programmes for all levels. 
Pretesting, posttesting, and transfer of learning evaluation are some of the methods 
used to evaluate management training courses. All managers and leaders in the 
Swedish police force can have an executive coach or a mentor assigned via the 
Leadership Centre (Lutteman, 2010). 

Discussion and Conclusion

As can be seen from Table 2, Turkey has a national centralized police service, while 
the UK and Sweden have decentralized police services. The Turkish National Police 
is under the jurisdiction of the Ministry of Interior, headed by the General Director 
of the TNP. The head of the police in Sweden is the National Police Commissioner, 
who is responsible to the Ministry of Justice. The National Police Commissioner is 
appointed by the government, and he is responsible to the National Police Board, 
which is the central administrative and supervisory authority for the police service. 
Different from the Turkish and Swedish practice, the UK has a tripartite system in 
which responsibilities are distributed between the Home Office, the local police 
authority, and the chief constable of the force. 
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Table 2. Organizational Structure of Turkey, the United Kingdom, and Sweden

Structure Reporting Authority Police Authority

Turkey Centralized Ministry of Interior General Director of Turkish National 
Police 

UK Decentralized Tripartite System 43 Police Services, 43 Chief Constables 
(Home Office, the (Police Commissioner for Metropolitan 
Local Police Authority, Police Force)
and the Chief 
Constable of the Force)

Sweden Decentralized Ministry of Justice National Police Board—The National 
Police Commissioner is head of NPB, 
and the NPB members are appointed 
by the government. There are 21 police 
authorities.

The Turkish, UK, and Swedish police organizations have three-level management 
systems, respectively: (1) first/core/direct level, (2) middle/senior/indirect 
level, and (3) senior/executive/strategic level. The structure in the police service 
is hierarchical, and there are no standard ranks or ranking systems among the 
three countries’ police organizations. Rank structures and promotion criteria are 
different in each country’s police organization. 

In Turkey, there is a certain minimum years standard in order to be eligible for 
promotion to a higher rank. For instance, in order to be promoted from sergeant to 
lieutenant, a candidate needs to work at least four years as a sergeant. In addition 
to the obligatory waiting period and the availability of vacant positions, having 
positive assessments is the other criteria to be considered for promotion. However, 
to be considered eligible for promotion to the rank of Chief Superintendent 2nd 
degree and to the Superintendent rank, it is necessary to participate in two-
week management training courses and to receive sufficient scores at the end 
of this training. All promotions are subject to the Central Level and High Level 
Assessment Boards’ approval. On the other hand, even though there is no direct 
effect on promotion, according to the TNP’s (2005) Training Project Through Years 
and Ranks, it is compulsory to attend management training activities in each rank.

In the UK, the promotion procedure is different from Turkey and Sweden. The 
police service career initially commences at the level of a probationary police 
constable. To become a chief constable, an officer needs to go through the police 
constable post and all the way through to the top. In this process, the Police 
Promotion Examination Board plays an important role. In the UK police service, 
the first step for the promotion is that candidates must have completed probation 
and be competent in their current rank as assessed through the Performance 
Development Review. The second step is the legal examination process in which 
candidates must demonstrate the appropriate legal knowledge relevant to the 
rank for which they have applied. The third step is the Assessment Against Role-
Specific Competencies and the assignment matching procedure which matches 
candidates to available positions for promotion. At this step, candidates must 
demonstrate potential against the full range of required National Occupational 
Competencies. Additional competencies may also be required for specific roles. 
Finally, candidates are provided with an opportunity to demonstrate competence 
in the relevant rank to which they aspire over a period of at least 12 months. In 
Sweden, the ranking system is based on the years of service for constable, sergeant, 
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and inspector ranks. All managers sign temporary contracts for six years with the 
possibility of extending their contracts for three more years. 

In Turkey, the Institute of Security Sciences is responsible for determining and 
developing management training course content and curriculum. The Police 
Management Training course curriculum is being developed primarily by the 
Police Academy instructors. However, if needed, input from subject matter 
experts and university instructors is requested during the development process. 
Feedback, observation, and recommendations from the managers and from the 
course participants are considered an important source from which to collect 
data while developing and updating management training course curriculum. 
In Sweden, determining the training needs of police managers is a joint venture 
of police representatives, university representatives, and subject matter experts. 
“Development talks” also play an important role during the process of determining 
police mangers’ training needs in Sweden. Different from Turkey and Sweden, 
training needs analysis and the content development process are conducted by 
independent consultants in the UK. Interviews with stakeholders, including the 
Chief Constable, are a part of the training needs analysis process. 

Comparing management and leadership training programmes and curriculums of 
Turkish, UK, and Swedish police organizations is almost impossible simply because 
of the different structure, approach, and content of the training programmes. 
In Turkey, there are eight lessons for mid-level and eight different lessons for 
senior-level management training courses. However, the Swedish Police Service 
management training consists of management and leadership blocks, while the UK 
management training courses consist of mandatory and optional units. Each unit 
includes competence-based skills, which are defined within national vocational 
qualifications. Managers must take these units which enable them to achieve a 
certain level of qualification. 

Concerning the duration of management trainings, each country has different 
practices. In Turkey, the duration of middle-level and senior-level management 
training courses is two weeks. However, this training has a crucial impact on course 
participants’ promotion. In Sweden, management training is equivalent to an MBA. 
The first-level management training programme takes one year in Sweden, and it 
takes two to three years in the UK. In Turkey, first-level police management training 
is not available as a separate programme because Police Academy graduates join the 
service as deputy police inspectors after four years of Police Academy education. 
Besides Police Academy graduates, FYO graduates and police officers who have 
successfully completed their nine months of training (komiser yardımcılığı kursu) join 
the police service as deputy inspectors. The duration of a mid-level management 
training course is two to three years in the UK, while mid-level management 
training requires two years of study in Sweden. In this regard, the Swedish Police 
Service is cooperating with three universities. This two-year study period, which is 
composed of two blocks, is also a part of their daily work. In Turkey, the duration 
of a senior-level management training course is 56 hours, while the duration is 18 
months in Sweden and 18 to 24 months in the UK. 

In Turkey, middle- and senior-level management training programmes are 
exclusively delivered through e-learning. However, according to the “Regulation 
on Assessment Boards of Promotion Procedure of Security Service Personnel and 
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Responsibilities of Assessment Boards,” classroom-based learning in Ankara is 
also an option if needed. In the UK, the leadership curriculum has been developed 
by the NPIA for the National College of Police Leadership. Management training 
programmes are delivered through a combination of different methods, which 
include self-study, e-learning, classroom-based learning, and blended learning. In 
Sweden, e-learning is also used as a contemporary learning method in addition to 
classroom-based learning, seminars, and other self-study activities. 

Endnotes
1 Police Law Additional Article 28 (Emniyet Teskilati Kanunu ek Madde 28)

2 “General Directorate of Security Regulatory Statute on Preparation of Promotion 
Examination Questions and Management Training Courses” (“Emniyet Genel 
Müdürlüğü Rütbe Terfi Sınav Sorularının Hazırlanması ve Meslekiçi Yöneticilik 
Eğitimine Dair Yönerge”), codified in 2005
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Introduction

Law enforcement officers working in various nighttime and daytime conditions 
often encounter a significant number of safety issues. Officers frequently become 
involved in foot chases and/or pursuits and may become difficult to locate, 
particularly if they have been incapacitated or are injured. Specialized units such 
as SWAT and K9 are at increased risk as target identification may be difficult, 
leading to the potential for friendly fire incidents. An additional problem faced 
by law enforcement agencies is the tracking of their patrol officers and officers in 
other assignments once they leave their motor vehicles. Officers may, in the heat of 
the moment, exit their vehicles in pursuit of a suspect without communicating an 
updated location on the radio. An officer in a foot pursuit could travel hundreds of 
yards away from his or her vehicle before the first back-up unit arrives, even farther 
in rural areas where back-up may take a longer time. Consequently, if the officer is 
incapacitated, he or she may be difficult to locate, particularly in nighttime or low-
level light conditions. This is not an infrequently occurring event; according to the 
Uniform Crime Reports, 57,546 (12%) law enforcement officers were injured in 2005, 
and the largest number of officers tended to be injured in the line of duty between 
the hours of midnight and 2:00 am (Federal Bureau of Investigation [FBI], 2005).

This current study examines the potential uses of existing IR and strobe technologies 
that individual officers and agencies could adopt and incorporate onto the duty 
uniform. The study utilized various methods to discern whether IR technology 
would make the officer identifiable at a substantial distance and would be effective 
at tracking officers engaged in foot pursuits and perimeter searches in urban and 
rural environments. 

Literature Review

Infrared imaging systems are used to help the operator see in the nonvisible IR 
spectrum by converting wavelengths out of range of the human eye. The earliest 
such systems used an IR radiation transmitter to illuminate an area, which was 
then viewed through special receiver devices. Modern systems use “passive” 
devices that form visible images from naturally occurring IR energy, even in the 
absence of ambient light.

In 1994, the U.S. Department of Justice (DOJ) and the U.S. Department of Defense 
(DOD) cooperated in developing a Memorandum of Understanding (MOU) to 
manage technology development (National Institute of Justice [NIJ], 1997). As 
a result of the declassification of IR technology and the ongoing military-to-law 
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enforcement technology transfer, these programs have resulted in a proliferation 
of IR imagers on the civilian market.

These IR imaging systems are available for law enforcement today, and they can 
be used for a variety of potential purposes, including surveillance (Kiley, 1998; 
Weiss & Davis, 2003), avoiding fratricide or friendly fire (Comstock, 1997; Doton, 
1996), vehicle identification (Lim, Choi, & Jun, 2002), vehicle and personnel 
tracking (Carstens, Bonnett, & Redden, 2006; Stahl, Haisch, & Wolf, 2002; Stahl & 
Schoppmann, 2000), search and rescue (Anderson, Greenbaum, McClay, & Wilson, 
2006), crime scene investigation (Tahtouh, Despland, Shimmon, Kalman, & Reedy, 
2007), and pursuit of suspects (Riedel, Coffin, & Prokoski, 1992).

Comprehensive agency acceptance and law enforcement usage statistics are 
nearly impossible to ascertain. However, some limited data are available and, 
according to the National Institute of Justice, 58.3% of small agencies (less than 20 
officers) never use any generation of night vision devices, while only 3.5% used 
it often (Collins, 2004). Furthermore, small agencies gave their officers a rating of 
“no-competence” for their knowledge of night vision technology and “it should be 
noted that the technologies given ‘no-competence’ ratings were those perceived as 
unimportant and not used by the agencies” (Collins, 2004).

Methodology

For the purpose of this comparison evaluation, 13 IR beacons produced by nine 
different manufacturers were tested. It was determined that each type of IR beacon 
had its own range of limitations which eliminated any one IR beacon from offering 
a one size fits all solution. Consequently, different IR beacons were better suited 
for certain tasks and environments than others. Therefore, it is recommended 
that chief administrators evaluate the conditions under which their departments 
operate IR beacons and then select the appropriate model. 

In the first stage of this project, the researchers conducted a review of the availability 
of IR beacons, lights, and lasers in reference to their costs and suitability to the 
operational needs defined for this research. Once the products were identified, 
the research team purchased all readily available equipment to use for the testing 
stage of this project. Initially, some very basic field tests were conducted with each 
of the products to create a methodology for testing.

Table 1 illustrates the various IR beacons/strobes that were tested in this project. 
Each IR beacon model is detailed with the manufacturers’ specification data. Also 
included are the costs, battery type, run times, and dimensions.
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Table 1. Infrared Beacons Make/Models Tested

 
Make

 
Model

Cost  
(dollars)

Length  
(in)

Width  
(in)

 
Battery

Run Time  
(hrs)

Cejay
Cejay 
Cejay
Cyalume
Phoenix
Glo Toob
MS 2000
Powerflare

Surefire
Tektite 
Tektite 
Tektite 
Adventure Light

Athena
Glo-wand MK8
Glo-wand MK8
IR light stick
“Firefly” Jr.
IR
Rescue Beacon
PF-200 Tactical

Helmet light
IR Strobe 300
IR Strobe 200
IR Mark-Lite
“VIP”

$99.00
$7.00

$12.00
$4.00

$20.00
$32.00
$95.00

$110.00

$99.00
$83.00
$74.00
$50.00

$108.00

2.60
6.00
2.80
6.00
1.50
2.75
4.50
4.25

2.20
9.25
7.25
5.75
2.75

1.00
0.75
0.75
0.59
0.62
0.75
2.20
1.25

2.60
1.90
1.90
1.20
2.00

CR123
#675 (3)
#675 (3)

n/a
9 volt

A23 cell 
AA (2)
CR123

CR123A 
C-cell (3)
C-cell (2)

AA 
DL123A

100
72
72
3

100
30
8

 24 (dependent 
on flash pattern)

120
24
30
6

 40 (varies by 
program)

Note: Costs listed are for the devices on the date(s) they were purchased. Agencies should consult up-to-
date price guides for current costs. 

In the second stage of the project, the researchers utilized a data collection 
instrument to capture relevant variable data points through field observations. This 
data collection instrument was developed and operationalized to capture the key 
variable under examination in this research: the visibility of the IR beacons under 
various conditions. The researchers then captured the relevant data observing 
the IR beacon technology from a fixed position on the ground and from a mobile 
platform on a helicopter.

In the third stage, the researchers collected data using the coding instrument 
developed during the qualitative examination of the IR strobes in various 
locations and environments. Ultimately, a 9-point visibility scale was developed 
for the collection of this index-level data, and the data collected under this scale 
was entered into the Statistical Package for the Social Sciences (SPSS 12.0) to allow for 
the comparison of the various IR beacons in the different environments. Lastly, the 
various IR beacons were compared side by side, and output charts were developed 
which graphically displayed the relative visibility of each IR beacon.

Measurement Scale

At the analytical heart of this research was a scaled measure developed to rate the 
visibility of the particular IR beacon under study. To standardize this scale, the 
researchers created “anchors” for the scale by determining the low and high ends 
of the scale. Utilizing an environment with the least amount of ambient light to 
control for washout (background and foreground ambient light reducing IR strobe 
effectiveness), a standardized distance of 100 yards was used, and a research team 
examined the IR strobes and scored them from least visible (scored as a 1) to most 
visible (scored as a 9). A score of 0 indicated that the IR strobe was not visible. 
All 13 IR strobes in this study were visible to the research team in this controlled 
environment.
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Figure 1. Relative Visibility Scale
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Figure. 1 Relative Visibility Scale 

 

 

 

 

Figure 2. Scaled Visibility Measures/Aerial Testing at Dense Wooded Area  

 

 

 

 

 

 

 

 

 

The intermediate measures on this scale are not necessarily equidistant and, as 
such, this measure has interval qualities but is not an interval or a ratio level of 
measurement. Each IR beacon was tested in a variety of environmental conditions 
and observed from ground-based and aerial platforms. The goal was to identify 
the operational limits of each IR strobe and determine the feasibility for use by 
patrol officers, police canines, and SWAT teams. 

Data Collection

Prior to collecting the data on visibility, the researchers briefed and trained a 
research team of participant/observers. This team consisted of eight research 
assistants at Florida Gulf Coast University. The principal investigators conducted 
approximately 40 hours of training with the team, covering the data collection 
methodology and the Delphi method. The research team training was conducted 
over a time frame of approximately seven weeks. During this time, the principal 
investigators and the research team met for intervals of about three hours twice 
per week.

To capture data, an IR beacon was placed in the selected environments at a 
predetermined distance. The research team viewed the IR strobe being evaluated 
through the night observation device. Each individual researcher scored the 
visibility of the IR device and notated his or her score. After all the coders had 
examined the IR beacon and scored it individually, the scores were compared, and 
a consensus score was found. This score was recorded on the official project score 
sheet.

After each infrared beacon was scored in a range of different environments, aerial 
observation was carried out with the cooperation of the Orange County Sheriff’s 
Office Aviation Unit. IR beacons were placed in a densely wooded area and viewed 
from the helicopter in orbit at 750 feet. Each IR beacon was scored on the nine-
point visibility scale created and validated for this project. As shown in Figure 2, 
the majority of the IR beacons were visible from the air in heavy brush while in a 
stationary position. Consequently, this technology would significantly aid in the 
recovery of a lost or injured law enforcement officer.
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Figure 2. Scaled Visibility Measures/Aerial Testing at Dense Wooded Area 

The researchers believed that moving targets might produce higher visibility 
scores. This theory was tested in dense palmettos at distances ranging from 100 to 
300 yards. Scores indicate that each IR beacon’s score rose substantially, suggesting 
that even the least performing IR beacons would still have utility in moving target 
scenarios (see Figure 3). Moving IR beacons enjoyed substantially higher scores 
due to elevation and tendency to catch the attention of the viewer.

Figure 3. Scaled Visibility on Moving Human Target

It is estimated that there are over 15,000 police dogs currently operating in 
America. Not only do canines assist law enforcement in performing their jobs 
more efficiently, but previous research has consistently found that the use of 
canines in police agencies improves officer morale; deters would-be attackers 
from attempting an assault; and allows agencies to send operatives into a building, 
limiting potential loss of human life (Mesloh, Wolf, & Holmes, 2002).
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To test the visibility of IR devices on moving canines, the trained dog was allowed 
to “roam” off-lead within a predesignated area. IR beacons were attached to the 
K9 harness, and the research team captured their relative scores. It was found that 
the relative height of the K9 was a factor as this allowed it to carry the IR beacon 
“above” objects that would interfere in the line of sight but was also lower to the 
ground than the moving human targets that were tested. Clearly, the higher the 
IR beacon is above the ground, the better or increased visibility, in addition to the 
other identified factor of ambient light.

During the course of testing, it was determined that there were no K9 harnesses 
currently designed to attach an IR beacon in an appropriate location for high 
visibility. As a result, the NIJ allowed the researchers to subcontract with a 
manufacturer in Hungary to produce such a harness. It was decided that the 
best performing IR beacons (Athena, Firefly, and Tektites) would each have 
a harness designed specifically for them. The new IR beacon harness hybrid 
utilizing a trained dog was tested with significant success. Performance scores for 
K9-deployed IR beacons in specific harnesses were each significantly higher and 
provided substantially more protection to the IR beacon. 

Conclusion

This project evaluated a range of infrared beacons currently in the law enforcement 
marketplace. The findings suggest that this technology has substantial application 
for tracking law enforcement officers involved in foot pursuits as well as for 
monitoring police canines that are operating off-lead. While the visibility of the IR 
beacons was increased by motion, a large number were detectable while stationary 
and on the ground. Consequently, these IR beacons would certainly aid in the 
discovery of an injured officer who was unable to respond or in other innovative 
ways such as a marker to identify evidence for later recovery. 

The obvious conclusion that all IR beacons would be more effective in lower light 
testing environments proved true. In the lowest light scenarios, the reduction in 
direct light allowed for the minimally present ambient light to be amplified by 
the night observation device (NOD) without the scattering or the haloing effects 
(optical noise) of other light sources. This allowed all the IR devices to be found 
and/or located and was considered a successful deployment for them. In cases 
where the outside light (non-ambient external light sources) was less than starlight 
and/or moonlight, the IR beacons which were the easiest to locate were the most 
intense or powerful. As the more intense or powerful IR beacons tended to be 
larger, this resulted in a tradeoff between ease of which to carry the IR beacon, 
its size, and visibility. The larger IR beacons may not offer ease of routine 
deployability on officers’ uniforms or duty belts. Ultimately, the actual light and 
other environmental conditions in which a device is deployed becomes a major 
factor for selecting an IR beacon. 

The larger IR beacons may have higher utility in K9 applications where a harness 
can be used to carry the larger IR beacons with ease. The utility for a K9 tracking 
team to be able to drop a low cost marker whenever evidence is located cannot 
be understated. Forensic evidence is easily destroyed and creates substantial 
problems for officers pursuing a suspect. Markers of this type are invisible to 
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anyone without an NOD and would ensure that these items of evidentiary value 
would be collected by the proper trained personnel. 

A key finding of this research was the relative effectiveness of all the IR beacons 
under review. Despite some of the IR beacons’ scores being lower than others, it 
was found that a mere score of “one or greater” was a successful deployment as it 
was located; whereas an IR beacon that scored a zero in a particular environment 
simply was not visible. 

An additional element of this research was that the IR beacons’ utility was substantially 
increased when coupled with an aerial surveillance unit such as a helicopter. It became 
apparent during testing that the IR beacons’ visibility from a helicopter allowed for 
the coordination and efficient management of human and K9 assets on the ground 
during search and rescue or enforcement operations. Using this approach, K9 teams 
and officers could be deployed in a manner that increases the likelihood of success 
and minimizes the potential for friendly fire shooting scenarios. As most air units are 
equipped with thermal imaging and IR detection systems, suspects not wearing an 
IR beacon may be quickly discerned from the law enforcement officers and allow for 
rapid targeting, coordination, and containment tactics. 

A further component of applicability to law enforcement for the IR beacon is they 
do not have to be “seen” directly to be located. The IR light from the device may 
reflect off other objects, and this reflected light might be discerned by an observer. 
It was found when observing from the ground level that objects such as trees, 
grass, and buildings could completely shield the IR device and preclude it from 
being located. However, in the cases when the search was conducted from an aerial 
vantage point, the disadvantage of line-of-sight searches was almost immediately 
overcome as evidenced by the speed with which the observer in the aerial unit was 
able to locate the IR beacon. 

Finally, the cost considerations for the purchase and implementation of the IR 
beacons and the NODs are well within the budgetary limit of even the most 
financially conservative law enforcement agency. Technology transfer programs 
provide night vision technology to agencies at little or no cost, and the individual IR 
beacon cost is lower than that of an expandable baton. Given the multiple functions 
of this technology, implementation of IR beacons in actual field deployments is the 
next logical step in determining feasibility for nationwide implementation.
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Charles Whitman was a former Eagle Scout, a former Marine, and a product of 
Catholic parochial schools. On August 1, 1966, Whitman climbed the 307-foot tower 
at the University of Texas in Austin with a sniper rifle. Over the next 96 minutes, from 
the 28th-floor observation deck, he methodically wounded 31 people and killed 16 
others before he was shot to death by police (Lavergne, 2007; Stearns, 2008).

The University of Texas shooting directed the attention of law enforcement to 
campus vulnerabilities to rampages and mass killings. It stirred the controversy 
regarding private citizens possessing guns and was the beginning of a new type 
of fear among campuses across the country. The Whitman incident forced college 
communities to realize the inadequacy of security responses on campuses and made 
them recognize the necessity of working cooperatively with law enforcement to 
prevent other campus tragedies (Lavergne, 2007; Stearns, 2008). For example, before 
Whitman, the University of Texas’s Security Department consisted of unarmed 
guards whose primary duties were traffic control and issuing parking citations. 
The University and the Austin Police Department did not have measures in place 
for such incidents, and the same was true for police departments across the country 
(Lavergne, 2007). After the Whitman shooting, universities hired police officers 
licensed to carry guns, and SWAT programs began to form in law enforcement 
agencies across the nation with the purpose of quickly terminating such threats 
(Twohey, 2000). Local governments established School Resource Officer (SRO) 
Programs in middle schools and high schools, which brought law enforcement 
directly into the school community to help make campuses safe (Girouard, 2001). 
In addition, law enforcement agencies became aware of the need for training police 
officers to prevent other incidents and to deal with the consequences of school 
shootings (Fox & Savage, 2009; Michals & Higgins, 1997).

Over 60 major school shootings have occurred in the United States since 1966 at 
colleges and universities and at middle schools and secondary schools (“School 
Shootings,” 2011; “Timeline of School Shootings,” 2008). In regard to campus 
shootings, these incidents resulted in several nationwide impacts. The incidents 
fueled the debates on the issue of “right to bear arms” (Neil & Neil, 2009), heightened 
the feelings of fear among students and campus communities, and prompted specific 
on-campus strategies to deal with the security concerns (Fox & Savage, 2009). 

“Right to Bear Arms” Issue

The “right to bear arms” issue is rooted in the Second Amendment of the 
U.S. Constitution. Most agree that the Second Amendment guarantees the right 
of the government to maintain an armed militia. The disagreement between gun-
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control and gun-rights advocates has been whether or not the Second Amendment 
guarantees the right of all persons, as individuals, to own or carry guns. Some 
have argued against gun control stressing that the government, at any level, has 
no authority to prohibit or deny the citizens their individual constitutional right to 
possess and carry weapons. These same advocates stress that crime rates would be 
lowered if more citizens were allowed to carry weapons (Neil & Neil, 2009). Gun-
rights proponents believe that if gun ownership is legally restricted, then only 
law-abiding Americans will be unarmed and therefore easy prey for criminals and 
lawbreakers. They argue that by abolishing legally owned firearms, there would be 
an increase in non-firearm related crimes such as assaults, rapes, home invasions, 
and even car-jackings. These advocates further their argument by suggesting that 
criminals will be deterred if they do not know whether their intended victims have 
a gun (Tushnet, 2007).

Conversely, gun-control advocates endorse restrictive gun-control measures and 
have historically asserted there is no constitutional barrier. They argue that more 
guns result in more deaths and fewer guns result in fewer deaths (Kates & Mauser, 
2007). They add that the employment of measures to limit gun ownership would 
greatly curb access to firearms by criminals and juveniles, thereby reducing crime. 
Basing their opinions on the introductory clause of the Second Amendment that 
refers to a “well regulated militia,” many proponents of gun control have argued 
that individuals do not have the constitutional right to own a firearm (Grossman & 
Lee, 2008). These advocates stress that guns are the main source of crime and that 
gun restrictions will keep guns off the street (Bellesiles, 2000). 

Although U.S. District Courts have ruled that the Second Amendment does not 
extend to individual ownership of guns (Merkel & Uviller, 2002), on June 26, 
2008, the U.S. Supreme Court ruled in District of Columbia v. Heller that the Second 
Amendment does give the individual the right to keep and bear arms unconnected 
with service in the militia. The Supreme Court’s decision, however, by no means 
settled the entire gun-control debate (Kelderman & Lipka, 2008). Rather, in the 
aftermath of school shootings, some students, faculty, and staff began to more 
fervently argue that they should be allowed to possess or carry firearms on college 
campuses. Although courts and legislative acts have held that colleges are required 
to employ all measures necessary to foster a safe learning environment, to make 
public on-campus crime statistics, and to publicize prevention and actions designed 
to respond to threats on campus, laws have not specifically addressed the rights 
to carry a firearm on campus (Kaplin & Lee, 2007; McMahon, 2008). Consequently, 
carrying or possessing firearms on campus has remained controversial. 

The prevalence of alcohol and drugs on college campuses is one argument used 
against students carrying weapons on campus. Binge drinking and illegal drug 
use are common occurrences among college students. A review of the research 
reveals that approximately half of America’s full-time college students abuse 
drugs or binge drink alcohol at least once per month (Leinwand, 2007). At least 
two-thirds of those who are college gun-owners binge drink on a monthly basis 
(Miller, Hemenway, & Wechsler, 2002). Furthermore, alcohol is involved in 95% 
of the violent crime on campus, and almost 700,000 students between the ages 
of 18 and 24 are assaulted each year by another student who has been drinking 
on campus or close to campus (Hingson, Heeren, Winter, & Wechsler, 2005). It 
is argued that if guns had been involved, these incidents could have been more 
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serious or possibly fatal (Zimring, 2004). Opponents of guns on campus say 
firearms could increase acts of violence and acts of suicide, bystanders could be 
injured in a shooting spree, and first responders might misidentify an innocent 
student as an attacker (Badolato, 2008).

Some seasoned law enforcement officials argue that allowing guns on college 
campuses will create more problems than they solve, that unless shooting skills 
are constantly honed, as required by law enforcement, innocent bystanders could 
be injured (Villahermosa, 2008). Such conduct could leave the administrator, 
professor, or student culpable (civilly and/or criminally) for endangering the 
lives of others. It is suggested that before colleges permit firearms on campus, 
they should determine if they are prepared to assume the increased liability that 
accompanies the lethal threat of carrying a firearm, to possibly invest in firearms 
training, and to deal with emotional repercussions (Villahermosa, 2008). 

On the other side of the controversy, research shows that people who own guns, 
people who have experience with guns, and residents in rural communities 
oppose gun control (Payne & Riedel, 2002). Supporters of individual gun rights 
argue against additional regulations because they believe existing laws already 
address the concerns related to gun control. Gun-rights advocates point to research 
showing that felons most frequently obtain their firearms through illegal sales 
which suggests the benefits of further regulation of guns would be small (Kleck, 
2009).

Many students across the nation have united to advocate that they be allowed to 
carry firearms on campus in order to have a fair chance at protecting or defending 
themselves. The National Rifle Association has joined this side of the debate by 
supporting efforts of state legislatures to pass laws allowing guns on college 
campuses (Steinhauer, 2008). The supporters believe if they were allowed to carry 
a concealed weapon on campus, they could stop a shooting spree or even deter 
such incidents (Badolato, 2008). In recent years, at least 17 states have considered 
legislation to allow people to carry guns on campus, but in all 17 states, the 
legislation failed (McLelland & Frenkil, 2009). 

Individual-rights advocates point to popular research results indicating that 
locations that implemented laws permitting citizens to carry concealed weapons 
had a reduction in murders, rapes, and assaults. The research also revealed there 
was not an increase in accidental shootings in these locations. For states allowing 
concealed handguns, the murder rate was found to be significantly less than the 
rate found in states not permitting concealed handguns (Lott & Mustard, 1997).

Moody (2001) re-examined the data from the 1997 Lott and Mustard study and 
confirmed that the passage of right-to-carry concealed weapons has significantly 
reduced violent crime, especially in the areas of murder, rape, and robbery. In 
analyzing the data, Moody determined that, in most cases, burglary is also reduced 
with the right-to-carry laws. Moody’s confirmation of these findings strengthens 
the opinion that the right to carry a gun does deter crime and supports proponents 
of gun rights.
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Fear and Responses to School Shootings

Another impact of a school shooting is the fear that is associated with the incident. 
Research supports that fear increases on campuses across the nation when a campus 
shooting incident occurs (Altheide, 2009; Kaminski, Koons-Witt, Thompson, & 
Weiss, 2010). The closer the proximity of the shooting incident is to a campus, the 
higher the fear level of the students. Plus, the more the students can identify with 
the victims of a school shooting, the more fear is expressed by students and parents 
(Kaminski et al., 2010). Fear is also accentuated by the intense media publicity 
given to high-profile shooting incidents which contributes to inflated perceptions 
of danger (Cornell, 2006).

Fear of crime has been recognized by social scientists since the 1960s as a social 
problem whether it is a general fear or fear of being a victim (Kaminski et al., 2010; 
Renauer, 2007). Fear caused by school shootings can negatively shape perceptions 
and obstruct discourse (Altheide, 2009). On campuses, fear can cause students to 
avoid certain areas (del Carmen, Polk, Segal, & Bing, 2000), cause them to avoid 
night classes (Brantingham & Brantingham, 1994), and negatively affect their 
academic experience (Rutherford & Devaney, 2008). Fear of crime is also associated 
with an increase in the inclination to carry self-protection devices, including guns 
(Ziegenhagen & Brosnan, 1990). Fear generated by school shootings has also 
caused a dramatic shift in security-related policies and procedures on campuses 
across the nation, including the implementation of metal detectors, monitoring 
cameras, lock-downs, zero-tolerance, student profiling, threat assessments, 
emergency communication systems, and multiple notification routes (Borum, 
Cornell, Modzeleski, & Jimerson, 2010; Kaminski et al., 2010). Many campuses 
have also considered permitting students, staff, and faculty to carry concealed 
firearms on campus (Kaminski et al., 2010).

Appropriate responses and implementation of crime prevention policies need 
to be devised to deal with the behaviors associated with the fear of crime. 
Individuals may feel they need to protect themselves if they fear that the police 
cannot effectively protect them (Ziegenhagen & Brosnan, 1990). Consequently, the 
responsibility to deal with the fear of crime is often placed on the shoulders of 
law enforcement (Renauer, 2007). However, law enforcement agencies may find 
themselves in a type of Catch-22 situation. The increased fear of crime tends to 
decrease the trust in police effectiveness, and the distrust in the police reduces 
citizen involvement. Citizen involvement is integral in effectively dealing with the 
fear of crime, and the fear itself hampers the trust necessary for the partnership 
(Renauer, 2007; Ziegenhagen & Brosnan, 1990). 

For college campuses dealing with the fear of school shootings, the task can seem 
insurmountable for law enforcement. Promoting effective interactions is essential 
in identifying problems and in preventing negative reactions. This makes the 
popular academic phrase “student centeredness” more than just words. It is not 
only a way to support students, but it is also a means to enhance communications 
and maintain respect in the university community, thereby improving aspects of 
community policing (Altheide, 2009; Fox & Savage, 2009).

Studies have been conducted to assist law enforcement in their cooperative efforts 
with schools to prevent campus shootings and to deal with the impact of the 
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shootings. In 2002, the U.S. Secret Service, in collaboration with the U.S. Department
of Education, completed The Final Report and Findings of the Safe School Initiative
(Vossekuil, Fein, Reddy, Borum, & Modzeleski, 2002). The study examined school
shootings in the United States from 1974 through the end of the school year in 2000.
The police records, school records, and court documents of 37 incidents involving
41 student attackers were analyzed. The study also included the interview results
of ten school shooters. The intent of the study was to gather information about
the school shooters’ pre-attack behaviors and communications and to identify
individual characteristics or conduct that might aid school administrators and law
enforcement in their efforts to prevent school-based attacks. 

The Vossekuil et al. (2002) study reported that school shootings are seldom impulsive
acts. Instead, the attacks are usually thoroughly planned, and although revenge or
grievance might have been a pre-existing factor, very few of the attackers directed
threats to the victims before the attack. Additionally, prior to most shootings, other
students knew the shooting was to occur. An analysis of the data in the study also
revealed that no specific profile of a school shooter could be synthesized from the
characteristics. Each shooter who carried out an attack differed greatly from the
others. They came from various ethnic and racial backgrounds and diverse family
situations. Some performed well academically, while others performed poorly.
While some were socially isolated, others were popular. Where some displayed
behavior problems, others conducted themselves appropriately. Some were
victims of bullying, and some were not. However, almost every attacker engaged
in some type of behavior prior to each shooting that caused at least one adult some
concern. The majority of attackers obtained the guns used from their own home or
that of a relative. The shooters had previously used or been exposed to guns, and
in most cases the shooters acted alone.

Studies have also been conducted to gather data on attitudes toward gun possession
to assist in understanding public viewpoints. After the string of high-profile school
shootings in the 1990s, a national random telephone survey was conducted in 1999
by Fact Finders, Inc. for the Harvard Injury Control Research Center. The sample
was comprised of 2,521 adults living in the 50 states. The key question on the
survey asked whether regular citizens should be allowed to bring their guns into
several different venues, including college campuses. The respondents reported
they did not think regular citizens should be allowed to bring guns into college
campuses (94%), restaurants (88%), sports arenas (94%), bars (93%), hospitals
(91%), or government buildings (92%). Fewer than 10% responded “Yes” to any of
the locations, but it cannot be concluded that the knowledge or publicity of school
shootings contributed to the low acceptance of gun possession in public places
(Hemenway, Azrael, & Miller, 2001).

With all the attention given to school shootings, it is surprising to some that college
students actually experience less violent crime than nonstudents in the same age
group. A study gathering data from 1995 to 2002 revealed nonstudents, ages 18
to 24, annually experience violence almost 20% more than students who attend
college in the same age group. Additionally, approximately 93% of the violence
against students occurs to students who live off campus, and 85% of the violent
crimes against students who live on campus occur at locations off campus (Baum
& Klaus, 2005). 
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Regardless of the lower rates of crime violence on college campuses, research 
shows that school shootings elicit varying strong responses regarding gun 
possession on campuses nationwide. Since the 1966 University of Texas shooting 
incident, researchers have sought ways to deal with the impact of such incidents. 
Further understanding is needed in this area to assist law enforcement and college 
administrators in communicating with students and in developing cooperative 
procedures and policies to help provide a more secure college community, actually 
and perceptually. 

Purpose of the Research

The purpose of this study was to help law enforcement effectively deal with fear and 
other responses to campus shootings. This study was designed to provide useful 
information for law enforcement to work with college campuses in developing 
appropriate training programs. Specifically, data were collected to determine 
college student attitudes toward gun possession on campuses, to determine if 
students have similar attitudes on different campuses, and to determine if the 
attitudes vary by sex or political leanings.

Method

The intent of this study was to determine student attitudes toward possession or 
carrying firearms on college campuses. Three public universities in a southern state 
but in different cities were selected for the study. Each university has a campus 
with a low crime rate of six or seven serious crimes/year/10,000 students, and no 
high-profile shooting incident had occurred on any of these campuses (Federal 
Bureau of Investigation [FBI], 2009). University A had about 8,000 students and 
is located in a city with a local, dominating military base. University B had about 
22,000 students. University C is a predominantly Black university with about 7,000 
students. The following three null hypotheses were proposed for the study: (1) No 
significant difference will be found among different universities in regard to 
student attitudes toward carrying or possessing guns on campus; (2) No significant 
difference will be found among students’ political leanings (conservative, liberal, 
or independent) regarding attitudes about carrying or possessing guns on 
campus; and (3) No significant difference will be found among males and females 
in attitudes regarding carrying or possessing guns on campus.

A nonprobability convenience method of sampling was used to collect data. 
Students completed 108 surveys at University A, 105 surveys at University B, 
and 102 surveys at University C. Each participant voluntarily completed a self-
report written questionnaire containing 15 items collecting demographic and 
informational data and 11 items (Likert 5-point scale) designed to measure the 
construct “attitude toward possession/carrying of firearms on campus.” 

Results

A total of 315 students answered the survey. More than 96% of the respondents 
were between the ages of 18 and 32. Only 5% of the students were married, and 
51% of respondents were male. Forty-eight percent of the students were White; 
45% were Black; and 7% were Hispanic, Asian, or other. The greatest majority were 
freshman (34%), followed by sophomores (24%), seniors (21%), juniors (17%), and 
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graduate students (3.5%). Thirty-eight percent reported they had liberal political 
leanings, 35% conservative, and 28% independent. While 20% reported they 
had seen a student in possession of a gun on campus, about 50% of the students 
reported they felt safe at their school. About 50% of the students indicated they 
would not feel safer if students were allowed to possess guns on campus, and 42% 
reported they would not feel safer if professors were allowed to possess guns on 
campus. 

Prior to conducting comparison statistics on the data to test the hypotheses, 
statistical analyses were conducted on the raw reliability of the 11 survey items 
designed to measure the construct “attitude toward possessing/carrying firearms 
on campus.” The results of the item reliability analysis (scale means, scale 
variances, and correlations) revealed a Cronbach’s alpha of 0.951 for the 11 items. 
Since a Cronbach’s alpha reliability coefficient of 0.80 or more indicates that a 
scale is reliable, it was concluded that the 11 items were reliable for measuring the 
one construct—whether or not the subjects held the belief that gun possession/
carrying should be permitted on campus.

Analysis of the data revealed that University A had a mean of 2.90, University B 
had a mean of 2.84, and University C had a mean of 2.72. All three means are 
close to the neutral point of neither agreeing nor disagreeing that guns should be 
permitted on campus with a slight leaning toward disagreeing. The descriptive 
statistics with standard deviations, standard errors, and confidence intervals are 
displayed in Table 1.

Table 1. Mean Comparisons of Attitudes Toward Gun Possession on 
Campus by University

95% Confidence Interval for Mean

University N Mean* SD Std Error Lower Bound Upper Bound Min. Max.

A
B
C
Total

108
105
102
315

2.90
2.84
2.72
2.82

1.307
1.167
0.990
1.164

0.126
0.114
0.098
0.066

2.65
2.62
2.52
2.69

3.15
3.07
2.91
2.95

1.09
1.18
1.27
1.09

5.00
5.00
5.00
5.00

*Likert scale 1 to 5 with 1 = “strongly disagree,” 3 = “neutral,” and 5 = “strongly agree” that guns should 
be permitted on campus

To test null hypothesis number one that no significant difference would exist 
among the attitudes toward gun possession among the three universities, a One-
Way Analysis of Variance (ANOVA) was selected to analyze the data. Since one of 
the assumptions underlying the ANOVA is that the population variances are equal 
for all groups, the Levene Test was first utilized to determine if the variances were 
equal. The Levene statistic of 5.270 and a p-value = 0.006 revealed a significant 
Levene Test, so equal variances could not be assumed, and an ANOVA could be 
appropriately utilized to statistically compare the means (see Table 2). 
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Table 2. Test of Homogeneity of Variance for Attitudes Toward Gun 
Possession on Campus

Levene Statistic df1 df2 p

5.270 2 637 0.006*

*p < 0.01

The results from the ANOVA for the three universities revealed no significant 
difference among the three universities in attitudes toward gun possession on campus 
with F(2, 312) = 0.695 and p-value = 0.500. Consequently, null hypothesis number one was 
not rejected. Again, the university means indicate a slight leaning toward an attitude 
of not permitting guns on campus. See Table 3 for a summary of the ANOVA data.

Table 3. ANOVA for Attitude Toward Gun Possession on Campus for Three 
Universities

Sum of Squares df Mean Square F Sig.

Between groups 1.886     2 0.943 0.695 0.500
Within groups 423.299 312 1.357
Total 425.185 314

To test null hypothesis number two that no significant difference would exist among 
the three groups of political leanings (conservative, liberal, or independent), a One-
Way ANOVA was utilized (see Tables 4 and 5 for mean comparisons and ANOVA). The 
results from the ANOVA for the three political student groups revealed a significant 
difference among the three groups in attitudes toward gun possession on campus 
with F(2, 311) = 12.77 and p-value = 0.000. Consequently, null hypothesis number two 
was rejected. To determine which groups were significantly different in attitudes 
toward gun possession on campus, the post-hoc Dunnett T3 test was utilized (see 
Table 6). The results of the Dunnett T3 Post Hoc Test revealed a significant difference 
in attitudes between the conservative (M = 3.25) and liberal (M = 2.50) groups with 
p-value = 0.000 and between the conservative (M = 3.25) and independent (M= 2.74) 
groups with p-value = 0.008, but not the liberal (M = 2.50) and independent (M = 
2.74) groups with p-value = 0.320. Null hypothesis two that no significant difference 
would exist among the three political-leaning groups was therefore rejected. The 
results suggest conservatives are slightly in favor of having guns on campus and 
significantly differ from liberals and independents in this belief. 

Table 4. Mean Comparisons of Attitudes Toward Gun Possession on 
Campus by Political Leaning

Political 
Leaning

 
N

 
Mean

 
SD

Std 
Error

95% Confidence Interval for Mean

 
Min.

 
Max.

  
Lower Bound Upper Bound

Liberal
Conservative
Independent
Total

119
109
  87
315

2.50
3.25
2.74
2.82

1.036
1.228
1.105
1.165

0.095
0.118
0.118
0.066

2.313
3.012
2.502
2.693

2.689
3.480
2.973
2.952

1.18
1.09
1.18
1.09

5.00
5.00
5.00
5.00

*Likert scale 1 to 5 with 1 = “strongly disagree” and 5 = “strongly agree” that guns should be permitted 
on campus
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Table 5. ANOVA for Attitude Toward Gun Possession on Campus for 
Political Leaning

Sum of Squares df Mean Square F Sig.

Between groups
Within groups
Total

  32.265
392.885
425.150

    2
311
313

16.133
  1.263

12.770 0.000*

*p < 0.01

Table 6. Dunnett T3 Post Hoc Test for Attitudes Toward Gun Possession on 
Campus by Political Leaning

 95% Confidence Interval

 Mean Std     
Political Leaning Difference Error Sig. Lower Bound Upper Bound

Liberal v. Conservative -0.745 0.152 0.000* -1.109 -0.380
Liberal v. Independent -0.237 0.152 0.320 -0.602 0.129
Conservative v. Liberal 0.745 0.152 0.000* 0.380 1.109
Conservative v. Independent 0.508 0.167 0.008* 0.105 0.911
Independent v. Liberal 0.237 0.152 0.320 -0.129 0.602
Independent v. Conservative -0.508 0.167 0.008* -0.911 -0.105

*p < 0.01

Using an independent samples t-test, the data were analyzed to test null hypothesis 
number three that no significant difference would exist between males and females 
in attitudes toward gun possession on campus. First, however, the results of the 
t-test for equality of variances as recorded in Table 5 determined an equality of 
variance (0.000), so the t-test was the appropriate statistical procedure. 

Table 7. Mean Comparisons of Attitudes Toward Guns on Campus by Sex

Sex N Mean SD Std Error Mean

Male
Female

155
160

3.29
2.36

1.196
0.928

0.096
0.073

*Likert scale 1 to 5 with 1 = “strongly disagree” and 5 = “strongly agree” that guns should be permitted 
on campus

The results of the independent samples t-test (Table 8) revealed that a significant 
difference exists between the male and female groups in attitudes toward gun 
possession on campus with t(313) = 7.722 and a p-value of 0.000. The null hypothesis 
number three was therefore rejected. The mean comparison between males and 
females indicates that males are slightly in favor of having guns on campus, while 
females are not in favor of guns on campus (see Table 7).
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Table 8. Independent Samples t-Test for Attitudes Toward Guns on Campus 
by Sex

Levene’s Test 
for Equality of 

Variances t-Test for Equality of Means

 
 

 
 
 
 

 
 
 
 

 
 
 
 

 
 
 
 

 
 
 

Sig. 

 
 
 

Mean  

 
 

Std  
Error  

95% Confidence 
Interval of the 

Difference

F Sig. t df (2-tailed) Diff. Diff. Lower Upper

Equal variances 29.346 0.000 7.722 313.000 0.000* 0.930 0.120 0.693 1.167
assumed
Equal variances 7.692 290.351 0.000 0.930 0.121 0.692 1.168
not assumed

*p < 0.01

Conclusion

The school shootings over the past four decades have fueled the debate between 
those for and against gun control. Some have argued their individual right to 
possess and carry weapons and that permitting responsible law abiding citizens to 
carry firearms actually correlates to lower violent crime rates. Conversely, others 
argue strict gun-control laws would result in the reduction of crime and would 
curb access to firearms by criminals. Both groups have remained politically active 
in an attempt to advance their positions on the issue of permitting the possession 
of guns on college campuses (Kates & Mauser, 2007; Neil & Neil, 2009).

School shootings have not only increased the discussions on the issue of gun 
possession, they have also generated fear and safety responses on college 
campuses. The fear associated with school shootings has been shown to have 
negative impacts on the entire academic experience of students as well as 
decreasing trust in their police officers (Renauer, 2007; Ziegenhagen & Brosnan, 
1990). Although schools have responded with numerous policies and procedures 
to increase campus security (Borum et al., 2010; Kaminski et al., 2010), more can be 
done to deal with student attitudes to positively affect the learning environment. 
The responsibility to deal with these student perceptions on school shootings and 
gun possession frequently falls on the shoulders of law enforcement and school 
administrators. Hence, it is crucial that these two community segments—police 
and administrators—work together in dealing with student attitudes to decrease 
the unwarranted fear, improve the college experience, and increase confidence in 
the police. Understanding student attitudes about possessing guns on campus and 
the fear associated with school shootings is a step in the right direction toward 
attaining this academic environment.

The purpose of this research was to add to the body of knowledge in order to 
assist law enforcement in working jointly with campuses in dealing with the 
effects of school shootings. The research focused on college student attitudes about 
possessing or carrying guns on college campuses among three universities. The 
data collected from this study indicates that about half of the students feel safe at 
their universities and about half believe that permitting students and professors 
to carry firearms on campus would not enhance their feelings of safety. No 
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significant difference was found among the three universities surveyed regarding 
attitudes toward guns on campus, indicating that universities face similar stances 
in their students’ attitudes. Although no significant difference was found between 
universities, a significant difference was found between the perceptions of males 
and females and between political leanings (conservative, liberal, or independent). 
Male students were found to be significantly more in favor of guns on campus 
than female students. When comparing political leanings, conservatives were 
significantly more likely to be permissive toward guns on campus than liberals 
and independents; however, no significant difference was found between liberal 
and independent students. 

This research could be used in the training and education of law enforcement 
to help officers understand the impact of school shootings. The increased 
understanding would aid police communications with school administrators, 
faculty, and students. Such communication is an essential component of effective 
policing in college communities to help lessen the negative effects of fear and 
to improve campus safety. Further research is needed to explore the attitudes at 
other universities in varying regions of the country and to determine appropriate 
programs for dealing with the effects and aftermath of school shootings. 
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Law Enforcement Response

Law enforcement officers throughout the country regularly respond to calls 
for service that involve people with mental illness, often with no specialized 
support, resources, or training. These encounters can have significant and lasting 
consequences for the officers, the mentally ill, and families, not to mention the 
community and the overall criminal justice system. Although the vast majority of 
such encounters may constitute a relatively small number of an agency’s total calls 
for service, they are among the most complex and potentially volatile calls officers 
can handle. Patrol officers are required to stabilize a situation, determine if the 
suspect poses a danger, and effect an appropriate disposition, generally with very 
little, if any specialized training.

In response to this evolving crisis, jurisdictions across the country are exploring 
alternative strategies to improve the outcomes of these encounters and to provide 
a compassionate but effective response that prioritizes treatment over arrest when 
appropriate. These efforts took root in the 1980s when the Crisis Intervention Team 
and police mental health co-response models first emerged. Since that time, many 
communities have begun to implement a host of programs aimed at curbing the 
number of criminal incidents involving the mentally ill and developing more 
humane, compassionate alternatives to arrest or the use of force. There have been 
many indications that the level of interest within the criminal justice community 
continues to surge as an increasingly large number of programs come to fruition.

Officers typically take approximately 30% of people with mental illness they 
encounter into custody, either for transport to a hospital emergency room, a mental 
health facility, or to jail (Teller, Munetz, Gil, & Ritter, 2006). Officers resolve the 
remaining incidents informally, often only able to provide a short-term solution 
to the person’s long-term needs, both psychiatric and physical. As a consequence, 
many law enforcement personnel respond to the same individuals, at the same 
locations, repeatedly, straining limited police resources and fostering a collective 
sense of frustration at the inability to prevent future encounters and problems.

Police have long been recognized as a primary mental health resource existing 
within the community. Officers play a major role in referring persons for treatment 
and mental health services (Warren, 1977). Police involvement with the mentally 
ill can be traced back to English Common Law and is grounded within two legal 
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principles: (1) the police power function to ensure the safety and welfare of the 
public and (2) parens patriae, provisions of protection for juvenile and disabled 
citizens (Fox & Erickson, 1976).

Despite the legitimacy of police authority afforded by most mental health codes, 
the disposition of mentally ill persons is by its very nature a complex process. Most 
mental health legal codes specify the parameters of police involvement with the 
mentally ill, instructing police to initiate a psychiatric emergency apprehension 
whenever the person is either “dangerous to self or others” or “because of his 
illness is unable to provide for his basic physical needs so as to guard himself or 
herself from serious harm” (Illinois Senate, 2008, p. 1; New York Mental Hygiene 
Law, 1980, p. 1; People v. Barichello, 1999, p.1).

The legal context regarding patient rights has resulted in specific restrictions 
regarding psychiatric treatment. Fiscal reductions in mental health programs 
have resulted in an increasing number of mentally ill persons who, due to a lack 
of available programs or a paucity of individual financial resources, are denied 
treatment (Kiesler et al., 1983). These factors have had the cumulative effect of 
increasing the number of untreated mentally ill persons residing within the 
community and the frequency of police contacts. Simultaneously, reductions in 
mental health funding have reduced the available number of inpatient beds in public 
hospitals resulting in a dearth of treatment alternatives (Kiesler, 1982). In short, 
changes in public policy have made for an increasingly onerous decisionmaking 
process for law enforcement officers when encountering a mentally ill individual. 
More stringent mental health codes and diminished treatment alternatives reduce 
the available referral options for law enforcement.

The need for the police to respond appropriately to the mentally ill creates a 
unique opportunity for collaboration between mental health clinicians and law 
enforcement personnel (Teplin, Filstead, Hefter, & Sheridan, 1980). To develop 
effective mental health training programs for law enforcement officers, members of 
both the mental health and law enforcement community must learn to communicate 
effectively. It is in the best interest of all parties involved for open, honest, and 
productive communication to exist between the mental health providers and 
law enforcement officials. Increased communication may ultimately lead to the 
delivery of improved clinical and law enforcement services to the mentally ill.

The law enforcement profession has thus become responsible for solving the 
community problems created by homeless, mentally disturbed individuals. The 
theory that mentally ill persons will be assimilated into the community has not 
become a reality. While older studies suggest that roughly 70% of Americans 
believe that the chronically mentally ill should be removed from the streets 
and detained for their own well being (Pam & Bachlin, 1975), more recent work 
indicates an increasing understanding of and tolerance for those suffering from 
mental health problems. In work conducted by Borinstein (1992), it was discovered 
that the vast majority of respondents replied that they did not agree with the 
statement that “the best way to handle the mentally ill is to keep them behind 
locked doors” (p. 190). In addition, a majority of those surveyed responded that 
they believed that, “maintaining a normal life in the community will help a person 
with mental illness get better and that with treatment, most people with serious 
mental illness can get well and return to productive lives” (p. 190). However, this 
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is a unique predicament for a law enforcement chief administrator. Maintaining a 
traditional, reactive posture will simply result in an increasingly large number of 
mentally ill individuals being arrested by patrol officers. This short-term solution, 
while effective at curbing the immediate problems associated with vagrancy, 
homelessness, and other public nuisance disorders, will eventually give rise to a 
burdened court system and overcrowded jail.

The probability of being arrested was 67% greater for suspects exhibiting signs 
of mental disorder than for those who apparently were not mentally ill. Teplin 
(2000) found that a total of 47% of suspects exhibiting signs of mental illness were 
arrested, while only 28% of those not displaying mental problems were taken into 
custody.

Recent advances in the treatment of mentally ill suspects have included 
breakthrough legislation. The Mentally Ill Offender Treatment and Crime 
Reduction Act 2004 (S. 1194), signed into law by President George W. Bush, seeks 
to improve access to mental health services for adult and juvenile nonviolent 
offenders. The bill was passed by the U.S. House of Representatives on October 6, 
2004, and by the Senate on October 11, 2004. This law has improved collaboration 
among the criminal justice, juvenile justice, mental health, and substance abuse 
treatment systems with an authorized $50 million federal grant program for law 
enforcement officials and mental health personnel dealing with offenders with 
mental health disorders (Bossolo, 2004). 

In addition, the State of Illinois passed Senate Bill 234 in 2007 in an effort to 
expedite involuntary commitments for those individuals deemed so disabled that 
they are unable to care for themselves or they pose a potential for violence to the 
general public. The bill contains verbiage designed to assist with the provisions of 
proper treatment for gravely afflicted individuals. This bill is the latest attempt on 
the part of state governing bodies to create legislation to assist with the provision 
of treatment for the mentally ill and prevent incarceration for minor offenses.

Crisis Intervention Team

As the national incarceration rate continues to escalate, there is a growing school of 
thought that contends that there are some populations of offenders, namely those 
with mental illness and substance abuse, two diagnoses that often co-occur, that are 
far over-represented within the criminal justice system. In addition, the actual number 
of jail inmates that exhibit a variety of forms of mental illness is on the rise nationwide 
(Bureau of Justice Statistics, 1995; Morris, Steadman, & Veysey, 1997; Steadman, 
Barbera, & Dennis, 1994; Torrey, Stieber, Ezekiel, Wolfe, Sharfstein, & Noble, 1992).

In 2006, the Bureau of Justice Statistics estimated that 56% of state, 45% of federal, 
and 64% of jail inmates were mentally ill. The National Commission on Correctional 
Health Care (2002) found that between 13.1 and 18.6% of state prison inmates suffer 
from major depression with 22.0 to 30.1% suffering from an anxiety disorder. This rate 
of mental illness among American prisoners translates into approximately 230,505 
individuals detained in prisons with an additional 106,476 jail inmates suffering from 
a host of mental health issues. The Bureau of Justice Statistics (2006) conducted a 
similar study of U.S. jails, state prisons, and federal penitentiaries, finding rates of 
incarceration of mentally ill individuals even higher, with 705,600 mentally ill inmates 
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housed in state prisons, 78,800 in federal penitentiaries, and an additional 479,900 in 
local jails. According to a study conducted at the Stanley Medical Research Institute 
in Chevy Chase, Maryland, rates for inmate use of psychotropic medications was 
found to be between 17.3 and 40.0% nationwide (Torrey, Kennard, Eslinger, Lamb, 
& Pavle, 2010). In an earlier study, the National Alliance on Mental Illness (2001) 
reported that the rate of mental illness in jails and prisons was three times greater than 
the number hospitalized with similar illnesses. The research team from the Stanley 
Medical Research Institute supported the previous findings by the National Alliance 
on Mental Illness, reporting that there are “now more than three times more seriously 
mentally ill persons in jails and prisons than in hospitals” (Torrey et al., 2010, p. 3).

As suggested by the statistics, jails and prisons have become warehouses for 
the mentally ill. Congressman Ted Strickland (D-OH) informed the House 
Subcommittee on Crime that “between 25 and 40 percent of all mentally ill 
Americans would, at some point in their lives, become entangled in the criminal 
justice system” (American Psychiatric Association, 2000, p. XIX).

In an effort to divert the mentally ill from incarceration, alternatives were sought by 
professionals within the mental health community as well as those working within 
the corrections sector. A variety of programs have been developed throughout the 
years, but the one alternative that has been in the forefront of law enforcement is 
the Crisis Intervention Team (CIT). Due to the fact that law enforcement officers 
are the first line of entry into the criminal justice system, it makes inherent sense 
for an effective and efficient diversion program to begin with the police. The new 
CIT alternatives to incarceration are also a good fit into the more recent proactive, 
community-oriented policing philosophy. Community policing, the favored 
philosophy of law enforcement for more than 15 years, places greater emphasis on 
order maintenance and non-emergency services (Moore, 1994).

Memphis, Tennessee

Originally the concept of a Crisis Intervention Team, or CIT, was developed in 
1988 in Memphis, Tennessee, after white Memphis police officers shot and killed 
a black mentally ill suspect wielding a knife. The public outcry and potential for 
urban disruption created by the shooting prompted the mayor to create a task force 
to seek both answers and alternatives. The resulting coalition was comprised of 
representatives from the Memphis Police Department, the heads of the psychology 
department at the University of Tennessee Medical Center, general representatives 
from the University of Tennessee Medical Center, the head of the psychology 
department of the Board of Education, representatives from the University of 
Memphis and the National Alliance for the Mentally ill, the managers of the mental 
health facilities in Memphis, and local citizens (Vickers, 2000). The principal task 
of this diverse grouping of individuals and organizations was to seek ways to 
prevent similar tragedies in the future.

The Memphis Police Department employs 2,004 full-time sworn officers, 225 of 
which are devoted CIT officers (Vaughn, 2008). The CIT is comprised of volunteer 
officers from each uniform precinct. In addition to their duties as CIT responders, 
all officers also perform their regular duty assignments as Memphis police officers 
(Vaughn, 2008). According to the Memphis Police Department (2011), the CIT has 
been instrumental in offering specialized, trained officers to respond immediately 
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to crisis calls; ongoing training of CIT officers at no expense to the City of Memphis; 
and the establishment of partnerships between police, National Alliance on Mental 
Health/Memphis, mental health providers, and mental health consumers.

Were it not for the collaboration of the University of Tennessee Medical Center 
Psychiatric Unit, the CIT would not have seen the success that it has. The Medical 
Center, euphemistically referred to as the “Med,” has an open door policy with 
the CIT officers. The system that has been developed with the Med is designed to 
admit an individual that is brought in by the CIT officers within a 15-minute span 
of time. This rapid transfer of consumer from police custody to the mental health 
facility is considered to be the key to the program’s success.

The medical component of the Memphis CIT serves numerous important functions. 
It ensures cooperation among the advocates—the medical, psychological, and 
psychiatric communities along with the police department and the state hospitals. 
Additionally, the Med protects against dumping—misrepresenting the situation 
to offload the consumer in trouble. It gives doctors the time to assess patients, 
providing an appropriate venue for treating medical problems, restarting 
medication, locating a short- or long-term care mental hospital, arranging for 
continuous care services, and assigning a case manager.

Memphis CIT Benefits

Between 1988 and 2000, the Memphis CIT made approximately 7,000 calls for 
service in incidents involving the mentally ill (Vickers, 2000). At only 2%, the 
current arrest rate for Memphis CIT officers is considerably lower than the national 
average of 20% (Douglas & Lurigio, 2010). According to police Director Walter 
Crews, “We have seen a dramatic decrease in injury (consumer and police) since 
1988. It’s not hard to multiply 7,000 by 11 years. CIT has just about put our hostage 
negotiation team out of business. We’ve had only two or three hostage situations 
in the past several years” (p. 11).

Some of the benefits of the CIT include the following:

•	
•	 I
•	
•	
•	
•	

s
•	

Reduced	stigma	and	perception	of	danger	attached	to	mental	illness	
ncreased	involvement	of	officers	on	calls	related	to	mental	illness	

Reduced	use	of	deadly	force	and	restraints	
Fewer	injuries	to	officers	and	citizens	
Greater	flexibility	in	the	use	of	misdemeanor	charges	
Lower	 arrest	 rates	 resulting	 in	 relief	 to	 an	 overburdened	 criminal	 justice	
ystem

2.5	to	3.0%	decline	in	the	number	of	consumers	sent	to	jail	

The benefits for the Med emergency room include the following:

•	
•	
•	
•	
•	
•	

Officers’ initial report of medical history better prepares doctors and nurses.
Officers spend less time in the emergency room.
Patient violence has been reduced. 
The need for acute hospitalization has decreased from 40 to 25%.
Healthcare referrals have increased dramatically. 
Recidivism has decreased to less than 15% after one year. (Vickers, 2000, p. 11)
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Members of the Memphis CIT partnership agree that the program can be 
successfully implemented in any jurisdiction, but to achieve the same level of 
success, the program must be tailored to fit the needs of the local community. 
A complete replication of the Memphis model would be meaningless if these 
adjustments were not made. Dr. Randy Dupont, head of the Med’s Psychiatric 
Unit commented that, “ In larger cities, there is so much ingrained heterogeneity 
in the systems that it’s hard to give the police a single source of entry as with the 
Med. You have to adapt for that” (Vickers, 2000, p. 11).

Versions of intervention programs aimed specifically at mentally ill offenders 
were evaluated by researchers for a project funded by the U.S. Department 
of Justice in 1999. This project evaluated programs ranging in intensity from a 
beefed-up version of the community neighborhood officer to the rigors of the 
Memphis CIT. Results indicated that while each of the programs examined were 
more or less successful, it was the rigorous Memphis CIT that proved to have the 
best overall performance (Compton, Bahora, Watson, & Olivia, 2008; Steadman, 
Morrissey, Deane, & Borum, 1999). While 174 cities were analyzed, researchers 
focused specifically upon three metropolitan areas: (1) Birmingham, Alabama; 
(2) Knoxville, Tennessee; and (3) Memphis, Tennessee, as each respective city had 
differing responses to incidents involving the mentally ill.

The following tables provide evidence of the impact a CIT program can have for 
a department pertaining to uses of force and threat of violence. As can be seen in 
Table 1, CIT programs in each of the three cities investigated consistently reported 
less use of force when dealing with calls for service. In Table 2, it is evident that each 
city’s CIT program resulted in fewer instances of the use of force due to violence 
on the part of the suspect. Once again, it can be seen that the CIT performed at a 
level far superior to that of any alternative program.

Table 1. Police Use of Force

Use of Force (%) Birmingham (N = 97) Knoxville (N = 96) Memphis (N = 84) Total (N = 277)

No 88.7 79.2 95.2 87.4
Yes 11.3 20.8   4.8 12.6

Total 100 100 100 100
χ2 = 10.709

df = 2, p < 0.005

Table 2. Police Use of Force Under Threat of Violence

Use of Force (%) Birmingham (N = 19) Knoxville (N = 28) Memphis (N = 36) Total (N = 83)

No use of force
Use of force 
χ2 = 18.329

df = 2, p < 0.001

84.2
15.8

50.0
50.0

94.4
  5.6

77.1
23.0
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New Orleans Crisis Intervention Unit 6512

Training

Due to the lack of existing data on the relative effectiveness of crisis intervention 
in the New Orleans area, a wholly scientific evaluation of the program was not 
possible. However, utilizing the data currently available, it is logical to make the 
argument that a complete CIT program would be highly beneficial to the city, 
mental health community, and the police organization as a whole.

Although the New Orleans Police Department (NOPD) has not yet implemented 
a fully developed CIT program, the department does have a crisis intervention 
team, commonly referred to as “6512.” The 6512 unit follows the training and 
organization as originated in the Memphis Model. The agency remains cautiously 
optimistic with respect to whether uniformed officers will embrace the new 
philosophy of policing the mentally ill. The NOPD’s (2008) crisis unit is a joint 
venture between the police department and the office of Louisiana Health and 
Hospitals Division of Mental Health. The crisis unit is responsible for responding 
to calls for service involving mentally ill suspects. Similar to the Memphis style 
CIT, the New Orleans crisis unit is staffed by a group of trained volunteers who 
respond when called to action by district units in emergency situations in which a 
mentally ill offender is involved. 

The crisis unit is devoted to “providing humane transportation to the mentally 
ill, diverting the mentally ill from possible encounters with the criminal/juvenile 
justice system, and relieving the NOPD district officers, thus enabling them to 
continue their maximum law enforcement capacity” (NOPD, 2008). 

To be labeled a New Orleans CIT member and become an integral part of the 
6512 unit, officers must first undergo a requisite 40-hour training program and an 
annual weeklong inservice training held at the Northeast Delta training facility 
in Monroe, Louisiana. As is the case with the Memphis CIT, the NOPD officers 
receive an additional eight hours of specialized training once the initial phase is 
completed and a special CIT pin, although the CIT pin is not allowed to be worn on 
officer uniforms. All training sessions are led by Detective Mark Johnson, Monroe 
Police Department CIT Coordinator; Dr. Mkay Bonner, an industrial organizational 
psychologist and CIT Coordinator; and Dr. Larry Baum, Northeast Delta CIT Task 
Force and National Alliance on Mental Health.

The initial portion of the CIT training involves a more traditional classroom 
setting in which officers are instructed on various psychoses, affective disorders, 
anxiety disorders, mental health law, suicide issues, personality disorders, 
developmental disabilities, adolescent issues, substance abuse conditions, and 
psychopharmacology. In addition, officers are also educated on issues pertaining 
to suicide by cop and indicators of such behavior. Officers are given a laminated 
card outlining a host of psychotropic medications, medication side effects, and 
behavioral cues indicating specific mental health maladies. The card is intended 
to be placed in the patrol car for use in mental health or suspected mental health 
emergencies and calls for service.
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In an effort to engender a more empathetic stance on the part of officers who have 
traditionally been on the forefront of one of the most violent cities in the U.S., the 
CIT coordinators Commander and Licensed Clinical Social Worker (LCSW) Cecile 
Tebo and Dr. James Arey, in conjunction with Detective Johnson and Dr. Bonner, 
utilize the Memphis Model of CIT training. According to the Northeast Delta 
CIT (2010) training manual, “Experiential learning is critical to CIT training.” No 
longer are officers able to rely on brute force to effect an arrest. Instead, officers 
are briefed on methods of de-escalation, verbal prowess, and methods commonly 
demonstrated to be successful for communicating with mentally ill suspects. 
Officers are also instructed on techniques for utilizing familial relationships to 
“talk down” a mentally ill individual.

During the 40-hour training, classes involve a more realistic learning environment, 
utilizing role-play scenarios to depict actual situations officers can potentially face 
when arriving on the scene of a service call involving an individual suffering from 
a mental illness. Individuals portraying the “suspects” in the various role-play 
scenarios include trained actors, local mental health professionals, and individuals 
who have been involved with the police as actual mental health suspects. Officers 
are required to engage in successful de-escalation of the scenarios and bring 
each situation to a successful conclusion. It is readily acknowledged by the CIT 
instructors that not every encounter with a mentally ill suspect will end peacefully. 
There are instances where physical force is required in order to bring a scenario 
to a mutually beneficial end point. Due to the level of realism provided during 
the role play, officers are requested to remove all firearms and other instruments 
of deadly force. During one particularly boisterous scenario, one officer actually 
reached for his absent sidearm, laughing afterward at the routine nature many law 
enforcement professionals rely on the use of physical force to bring an encounter 
to an abrupt end. 

At the culmination of this portion of training, officers must successfully pass a 
basic, moderate, and advanced scenario. In many instances, advanced scenarios 
require officers to make use of physical force in an effort to protect a potentially 
suicidal suspect. The role playing and de-escalation training is, quite obviously, 
a demanding aspect of CIT training, and can be both physically and emotionally 
draining for officers.

Another equally important facet of the NOPD CIT training involves visits to 
local mental health facilities such as Harmony House, Monroe Resource Center, 
and The Louisiana State University E. A. Conway Hospital emergency room and 
psychiatric center. During the visit to the emergency room, under the guidance of 
staff member Lisa Griffin, officers are briefed on emergency room protocol and 
procedures and taken into the observation area where actual in-patient interviews 
can be observed via closed circuit television. During the visits to Harmony 
House and the Monroe Resource Center, officers are given the opportunity to 
meet and interact with individuals suffering from a variety of mental illnesses. 
The severity of psychiatric diagnoses among the residents of these facilities vary 
dramatically, thereby giving officers the opportunity to interact with individuals 
operating at close to mainstream behavioral range and patients exhibiting severe 
disturbances. 
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6512 Results and Outcomes

One of the biggest obstacles facing officers of the 6512 unit is the lack of facilities 
willing or equipped to house suspects exhibiting behaviors indicative of mental 
illness. In addition, in the post-Katrina environment of New Orleans, the city’s 
suicide rate has tripled, escalating from a pre-storm rate of 9 per 100,000 to a currently 
staggering 27 per 100,000 (Centers for Disease Control and Prevention [CDC], 2006; 
Rynning, 2009). Rates of suicide by cop have also increased dramatically, although 
exact indicators of such behavior on the part of suspects is extremely difficult to 
document, and police data records are not available on this trend. New Orleans 
was recently named the third unhappiest city by CNN and MSNBC, making for an 
unsettling and difficult atmosphere for law enforcement personnel.

Currently in the City of New Orleans, there is contention among area hospitals 
and police regarding the appropriate facility to which to transport mentally ill 
suspects. Unlike the Memphis CIT, the City of New Orleans and the NOPD have 
not been wholly successful in gaining the widespread cooperation of area facilities 
for disposition of mentally ill suspects. In the city proper, there exists only three 
hospitals capable of rendering emergency psychiatric services: (1) Touro Hospital, 
(2) Tulane Hospital, and (3) the Medical Center of Louisiana at New Orleans 
(MCLNO). In Jefferson Parish, officers can transport suspects to East Jefferson 
General Hospital, Ochsner Hospital East Bank, Ochsner Hospital West Bank, or 
West Jefferson Medical Center. If NOPD CIT officers are required to transport a 
suspect into Jefferson Parish, that creates additional inconveniences as travel time 
and officer resources are used.

Due to several factors, such as local cultural norms pertaining to those with mental 
illness, hospital staffing, emergency room facilities, in-patient psychiatric bed 
availability, and mental health funding, it has been the experience of many CIT 
officers to be refused entrance into the hospital emergency room if they have a 
mentally ill suspect in custody. Some officers have reported that there have been 
instances in which the suspect is released into hospital staff care only to be refused 
service and released onto the street once the officer leaves the premises. The 
confused suspect often creates additional disturbances, requiring the assistance of 
the same CIT officers.

Scenarios such as this create tension among CIT officers as they strive to determine 
the most suitable location or the location willing to accept a suspect suffering a 
psychiatric emergency. While Touro Hospital has a well-known and respected 
psychiatric in-patient facility, the site is not equipped to deal with indigent mentally 
disturbed suspects on an emergency basis. Tulane Hospital and the MCLNO have 
been very reasonable in their willingness to care for those mentally ill suspects 
transported by the NOPD CIT officers. However, due to the high rates of shooting 
and violent crime in the city, CIT officers are routinely refused service by both 
hospital emergency rooms staff due to an overabundance of violent crime victims. 
There is simply not enough time nor space to properly treat psychiatric emergency 
cases. If the NOPD CIT is to be proven efficient and effective in their duties to 
mentally ill suspects, a written agreement between the police agency and hospital 
administration must be negotiated. The current system, while well-intentioned, 
is not providing the level of service required by the residents of the New Orleans 
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metropolitan area. A city experiencing such a vast mental health crisis is in much 
need of better psychiatric facilities and mental health professionals.

Despite problems associated with obtaining the cooperation of area hospitals, the 
crisis unit has provided valuable service to the larger NOPD in several ways. The 
crisis unit provides safe and “humane transportation to the mentally ill” (NOPD, 
2008). According to the NOPD training manual, officers are legally allowed to take 
“any mentally disturbed persons or persons suffering from substance abuse into 
custody under any of the following circumstances:

a. if there is a Physician’s Emergency Certificate (PEC) signed by a licensed 
physician. A PEC shall be effective for 72 hours from its issuance;

b. if there is an Order for Protective Custody (OPC) signed by the Coroner or 
judge from a court of competent jurisdiction. An OPC shall be valid for 72 
hours from its issuance;

c. if abnormal behavior is observed by the officer and it is reasonable to 
believe that the person is a danger to self or others;

d. if the disturbed person voluntarily requests to be taken;
e. if the disturbed person is involved in a violation of law. (NOPD, 2005, 

p. 2)

The crisis unit diverts mentally ill suspects from entering the criminal justice 
system, thereby saving valuable resources within both the police department 
and the court system. Money, manpower, and resources are saved by the crisis 
unit’s ability to intervene. Plus, law enforcement resources associated with arrest, 
booking, and detention are saved for more violent, worthwhile offenders. Finally, 
the crisis unit relieves the NOPD line officers to attend to calls that are more in line 
with traditional notions of law enforcement. Calls involving potentially violent 
crime, order maintenance, or assault can be better served as the crisis unit can 
attend to calls involving the mentally ill. Were it not for the crisis unit, a good deal 
of officer time and energy would be spent responding to calls that would be better 
served by a more specialized, trained staff.

Due to significant personnel and administrative changes within both the NOPD 
and City governance, some delay in obtaining necessary information required 
a delayed publication of the Crisis 6512 study. However, at the inception of this 
research in 2007, officers of the 6512 unit had only been keeping basic statistics 
for a few months. However, in those months subsequent to the more detailed 
recordkeeping, it was evident that the unit was having a positive impact upon 
the area’s mental health consumers. Between July 1, 2007, and September 1, 2008, 
the 6512 unit responded to 655 calls for service, staffed 390 shifts, and logged 
2,485 technician hours (NOPD, 2008). Of the individuals exhibiting some form of 
mental illness encountered by the officers of 6512, 67.9% were voluntary hospital 
commitments, 17.4% had an order of objection mandated by the courts, and 
another 13.9% were committed to hospitalization by a physician’s order. Most 
of these dispositions were transported to the area’s University Hospital (45.8%) 
or Tulane Hospital (10.7%) (NOPD, 2008). It is worth noting that only 18.4% of 
suspects required transport to an emergency facility. Officers of the 6512 unit were 
able to quell any disturbances and mediated with the mentally ill individual with 
no need for professional intervention.
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While the successes of the CIT in New Orleans remain modest, the change in 
approach to calls for service involving suspects suffering from mental illness 
has created an environment conducive to fostering a more humane and safer 
environment for both suspect and officer. Due to the increased knowledge 
pertaining to mental illness and psychotropic medications among the CIT trained 
officers, law enforcement personnel have been equipped with new techniques with 
which to communicate with suspects as well as a more thorough understanding 
of mental illness as a disease rather than a criminal behavior. Rather than simply 
taking suspects into custody and placing them in the Orleans Parish Prison among 
violent offenders, or dealing with them in a more physical manner, suspects 
suffering from a mental illness are now transported to a hospital facility either in 
Orleans Parish or neighboring Jefferson Parish. 

In a city undergoing severe financial stress, it is important to note that the 
successes achieved by the 6512 unit can be translated into a good deal of monetary 
savings for the NOPD and City of New Orleans. While the 6512 unit has operated 
390 shifts, their ultimate goal is 550 shifts for an eight-month time period. With 
increasing awareness on the part of the departmental administration, this goal is 
fully attainable. As of 2009, the 6512 unit was operating at 70.9% of their desired 
capacity. The actual number of hours staffed for this time period has been 2,485, 
with the 6512 unit hoping to fulfill the goal of 3,300 hours as word spreads 
throughout the department and more officers show interest in the crisis unit. As 
additional officers are trained, the staffing of the 6512 unit is expected to increase 
to levels whereby the goal of 3,300 hours is realized. The unit is currently operating 
at 75.3% of the desired level of hours.

What these numbers have translated into is a total of 1,965 man hours saved by 
the NOPD as a whole. Crisis unit officers of 6512 have the training to respond to 
calls involving mentally ill suspects, allowing regular line officers to remain on 
patrol to respond to more traditionally focused calls for service involving criminal 
offenders. As of 2008, estimated dollars saved by the City of New Orleans and the 
NOPD was $157,200 simply due to the relatively small number of officers working 
within the 6512 crisis unit. As more and more officers are attracted to the 6512 unit, 
this dollar savings will only increase.

Concluding Remarks

A very credible and logical argument can be made for the NOPD 6512 unit officers 
to implement a fully developed CIT program in the New Orleans metropolitan 
area. Evaluations have demonstrated that CIT performs more effectively and 
efficiently, and it gives officers increased feelings of safety when encountering the 
mentally ill than any other program currently in operation. CIT prepares officers 
for de-escalation of potentially volatile encounters, provides training to identify 
mental illness and to identify certain categories of psychotropic medications, and 
provides officers with the tools and skills necessary to remain safe and provide a 
safe haven for mentally ill suspects. This not only serves the department and city 
well by lowering arrest rates and decreasing problematic behaviors commonly 
associated with the mentally ill, it also equates to dollars saved, lives saved, and, if 
handled properly, it can be a tremendous public relations boon for the department. 
Local area mental health providers, hospitals, and mental health advocates must 
be spurred to action to make the transition of a mentally ill offender from police 
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custody to a proper treatment facility smooth and efficient. Law enforcement 
agencies would be obliged to negotiate with area hospitals and emergency room 
doctors to develop policies and practices for mental health intake. This would 
require open dialogue and effective communication.

Finally, in post-Katrina New Orleans, a large portion of the city administration 
has changed. Between 2006 and 2010, the NOPD underwent major personnel 
and organizational restructuring and now has a new Superintendent and Chief. 
Changes continue to occur, however, as renewed claims of mismanagement, 
brutality, and corruption surface. In 2010, the city elected a new mayor and City 
Council. Due to problems associated with claims of brutality and corruption, the 
new NOPD executives have instituted a 60-hour college requirement. Because of 
these changes and an increasing amount of national attention, a new era of more 
professional law enforcement is thought to be on the horizon. With the increase 
in professionalism comes a renewed interest in serving those most in need of 
assistance. This will surely prove a boon for the 6512 crisis unit.
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Brown requested to wear civilian maternity pants because the department 
had no uniforms that would fit her. She also asked to stop wearing the gun 
belt because it was too tight around her waist and was causing irritation. 
Finally, when she began, off and on, to have some “bleeding” problems, she 
asked for light duty in a control booth. Although she ultimately received all 
these accommodations, she did not receive them until late in her pregnancy 
. . . . [Her supervisor’s attitude] was, in her words, that her “pregnancy was 
not his concern.” 

–Sims v. Montgomery County Commission1

Cinda Brown, an African-American police officer, worked for the Montgomery 
County, Alabama, Sheriff’s Department for four years when she joined a class-action 
suit against the department. Her claim was simple: the department discriminated 
against her because it failed to accommodate her when she was pregnant to the 
extent it accommodated white officers who were temporarily physically disabled. 
The Court agreed, and she prevailed in her race discrimination suit.

The purpose of this analysis is to explore the often-litigated issue of American 
police and corrections department work assignment policies with respect to 
African-American female officers who become pregnant, and whether or not such 
policies have helped or hindered their careers. 

This analysis should benefit those police and corrections agencies which desire to 
attract and retain higher numbers of women and African-American female officers 
to their ranks. According to the Bureau of Justice Statistics (1997), at the end of the 
20th century, only 20.4% (596) of 1,496 female correctional officers are African-
American (see Table 1.83).2

The Necessity of Fair Pregnancy Leave Policies

The U.S. Census Bureau reported in 1995 that nearly 30% of pregnant women 
are either unmarried or separated.3 The economic future of single women with 
children was bleak with nearly one-half destined to be poor.4 Therefore, employer 
accommodation for pregnant women was an important public policy goal. 
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Such workplace accommodation would enable women to stay in the workforce 
and obtain economic independence. Not only these women would benefit from 
fair and nondiscriminatory employment policies, but society as well. The costs 
of welfare, special education, repeating grades at school, and medical care for 
poverty-related medical problems and drug treatment impose a substantial burden 
on society as a whole.5

Despite the obvious necessity of some type of accommodation for pregnant police 
and corrections officers, there is no uniform American national policy regarding 
work arrangements for these women. Furthermore, the cases discussed within 
this analysis demonstrate that a uniform pregnancy policy is lacking not only at 
the federal level but also at the state, county, and even more local levels of law 
enforcement. The failure of police departments to implement work assignment 
policies for pregnant officers has forced many females into the unenviable position 
of having to choose between career and family. Recommendation #5 from the 
Office of Justice Programs Coordination Group on Women, chaired by Dr. Voncile 
B. Gowdy, suggests implementing policies promoting flexibility in criminal justice 
agencies to enable all employees to balance careers and family life. Therefore, it can 
be theorized that the failure of government officials to promulgate guidelines for 
pregnant employees has been and will continue to be a source of great confusion 
for women currently employed in or seeking employment in law enforcement.

Structural Inequality and the Special Vulnerability of 
African-American Women

In a society where white men earn significantly more than women and minorities, 
African-American female officers are especially vulnerable in the workplace. 
At the end of the 20th century, women with college educations earned less than 
men with high school educations, with African-American women earning only 
$0.62 for every $1.00 earned by white male workers.6 This disparity translates into 
work environments where an African-American woman may be forced to endure 
discriminatory behavior because she needs her job. 

This vulnerability is heightened by the fact that racial discrimination permeates 
American society. There are certain structural inequities built into our social 
order that directly contribute to racial and sexual inequality in employment for 
African-American females. These inequities create serious structural barriers 
to employment success and are basically composed of these three components: 
(1) education, (2) housing, and (3) steering.7

Individuals educated in schools in African-American communities may be 
educationally disadvantaged due to the fact that those schools are often 
underfunded and of low quality relative to schools in other communities.8 The 
lack of integrated housing in the suburbs leads to all white areas, making the 
opportunity for racially integrated education and learning virtually nonexistent.9 
Many high schools and welfare-related work training programs “steer” people 
only into types of employment deemed “appropriate” for their sex or race 
resulting in women and minorities being offered the lowest possible employment 
opportunities.10 The result of these structural inequities is that many African-
American women are disadvantaged in the workforce environment.
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The lack of an adequate pregnancy leave policy leaves an African-American 
woman open to the possibility that her pregnancy may be used by a supervisor as 
an excuse to terminate her employment or to force her to resign. While it would be 
overtly discriminatory to fire an African-American woman because of her race, it 
may not be so obvious if she was terminated because of a facially neutral failure to 
accommodate a pregnancy. A sound, fair, and adequate policy to accommodate the 
needs of pregnant female officers would assist in guarding against discriminatory 
behavior. 

The Agencies’ Responses and Strategies for Legal Challenge

This portion of the analysis is broken down into three distinct sections: 
(1) “Treatment” will address the various ways in which police departments 
have attempted to accommodate pregnant officers; (2) “Theories of Recovery” 
will explore the legal remedies that have been advanced by plaintiffs in their 
suits against law enforcement agencies for perceived discrimination based on 
pregnancy; and (3) “Cases” provides an overview of the key lawsuits involving 
pregnant law enforcement officers and their challenges to departmental work 
assignment policies.

Treatment

As mentioned earlier in this analysis, although there is no standardized policy 
with regard to work assignments for pregnant police officers at the local, state, or 
national levels of law enforcement, most police departments that have addressed 
this issue have done so in either of two ways.

The first method is through assignment to light duty. Light duty normally consists 
of clerical, administrative, and desk-type functions. A pregnant police officer 
requesting such duty will be transferred from her regular tour of duty to station 
house work assignments, usually after providing a doctor’s note stating that such 
a transfer is medically necessary. These light duty work assignments, far removed 
from the usual daily routine of an officer’s patrol detail, greatly reduce the risk 
of physical harm to the pregnant officer and her fetus. Light duty will usually 
commence upon the requisite proof of pregnancy and will terminate upon the 
officer’s leave to give birth.

The second—and far more challenged—method by which police departments 
have confronted the issue of pregnancy has been to treat pregnancy like any other 
non-duty related injury. This has meant that pregnant officers have been treated in 
a manner similar to all officers, male or female, who have been injured while not 
performing in the line of duty. The usual accommodations made in such instances 
may include assignment to light duty. However, in most cases, work assignment 
policies for non-duty related injuries force an injured officer to exhaust his or her 
sick and “comp” time or to take unpaid leave.

The failure of such practices to differentiate between pregnancy and injury 
sustained while not in the performance of duties has been the greatest source of 
contention between the police departments and their pregnant officers. The lack 
of distinction between pregnancy and non-duty-related injuries, critics claim, is 
inherently discriminatory, burdening solely the female sex.
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This legitimate criticism of the status quo brings us to the next section: an overview 
of the legal principles and jurisprudence under which African-American as well as 
non African-American plaintiffs may seek relief.

Theories of Recovery

Pregnant police officers have challenged departmental or municipal work 
assignment policies in a variety of ways. Most legal actions employ a combination 
of theories, proceeding on statutory employment discrimination prohibitions as 
well as constitutional arguments.

The first and most important—as well as most enduring tool—in plaintiffs’ arsenals 
has been Title VII of the Civil Rights Act of 1964, which prohibits discrimination in 
employment matters based on race, religion, or sex. Most cases in which plaintiffs 
have been successful have been based, in whole or in part, on this act. The 
Pregnancy Discrimination Act (PDA) has since been incorporated by amendment 
into the Civil Rights Act of 1964.11

The PDA prohibits disparate treatment of pregnant employees by an employer. 
The employer, however, is not required to provide accommodation for pregnant 
employees unless it already accommodates other similarly situated employees.

The second major tool for plaintiffs is the Americans with Disabilities Act (ADA).12 
No case decision thus far has found pregnancy to be a disability within the 
meaning of this act.

Finally, plaintiffs have tried to use the Family and Medical Leave Act (FMLA) of 
1993.13 The use of this act has been unsuccessful for plaintiffs advancing their claims 
of employment discrimination based on pregnancy. The act provides for a period 
of unpaid leave in the case of birth, adoption, or illness. It does not guarantee light 
duty assignments for pregnant employees.

Cases

The following cases are provided as a historical analysis of the status of pregnancy 
discrimination policies in the law during the late 20th century:

Quarantino v. Tiffany & Co.14

The Second Circuit recently registered the standards applicable in pregnancy 
discrimination cases in Quarantino v. Tiffany & Co. (setting forth the standard in 
reduction in force cases). In a pregnancy discrimination case, brought pursuant to 
42 U.S.C. § 2000e(k), the plaintiff has the initial burden of establishing a prima facie 
case by a preponderance of the evidence.15 To prove a prima facie case, the plaintiff 
must demonstrate that (1) she is a member of a protected class; (2) she satisfactorily 
performed the duties the position required; (3) she suffered a discharge; and (4) her 
position remained open and was filled by a nonpregnant person.16 The burden of 
production then shifts to the employer to articulate a “legitimate, clear, specific 
and non-discriminatory reason for discharging the employee.”17 If the employer 
satisfies this burden, the plaintiff must prove that the reason proffered was 
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pretextual and that intentional discrimination was the real reason for the adverse 
employment decision.18

Sims v. Montgomery County Commission19

Two groups of officers filed a class action lawsuit against the Montgomery County 
Sheriff’s Department alleging that the department had illegally discriminated 
against them on the basis of their sex and race. One officer alleged that the sheriff’s 
department discriminated against her based on her sex and race when it failed to 
accommodate her when she was pregnant to the extent it accommodated white 
officers who were temporarily physically disabled.20 The officer had requested 
that she be allowed to wear civilian maternity pants because the department had 
no uniforms that would fit her, that she be allowed to stop wearing her gun belt 
because it was too tight around her waist, and that she be assigned to light duty 
in a control booth toward the end of her pregnancy.21 She was not granted these 
accommodations until very late in her pregnancy, and only after she had been 
threatened with discipline because she was not wearing her gun belt.22 Finding 
that several white officers had readily been allowed to wear civilian clothes, work 
without their gun belts, and receive light duty for health reasons, the Sims court 
held that the officer had been the victim of racial discrimination.23

While the Sims court did not specifically reach the issue of whether the officer had 
been the victim of pregnancy discrimination, a similar analysis of the facts based 
on gender instead of race would probably have drawn such a conclusion.

Dimino v. New York City Transit Authority24

A female Transit Authority police officer brought this action against the Transit 
Authority and its officers for pregnancy discrimination and retaliation. Early in 
her pregnancy, the officer submitted a letter to her superiors informing them of her 
pregnancy and requesting restricted duty in order to avoid complications.25 The 
Transit Authority, citing the unavailability of restricted duty for medically limited 
personnel, instead placed the officer on unpaid medical leave.26 In response, the 
officer requested that she be allowed to return to work at full duty stating that should 
her physical condition change so that she was no longer capable of performing her 
full duties as a police officer, she would submit medical documentation for further 
consideration at that time pursuant to Transit Authority policies.27

Transit Authority legal counsel presented the officer with a statement to be signed 
prior to her return to full duty attesting to the fact that she considered herself 
to be physically capable of performing the duties to which she was assigned.28 
The officer refused to sign the statement as written, and she was ordered to leave 
work.29

The officer then filed suit against the Transit Authority alleging that it violated 
Title VII and the PDA by not allowing her to work at her job, despite the fact that 
she was capable of so working, or by not assigning her to restricted duty, when 
such had been available for other employees.30 She further alleged that the Transit 
Authority had violated the Rehabilitation Act and the Americans with Disabilities 
Act by perceiving her as disabled due to her pregnancy, and by discriminating 
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against her on the basis of that perceived disability despite the fact that she was 
qualified to do her job, and by failing to make reasonable allowances for her 
disability.31

The Dimino court found that the officer had not been discriminated against on 
the basis of her pregnancy when the Transit Authority refused to assign her to 
restricted duty where there was no policy in effect assigning employees with 
medical disabilities to restricted duty.32 The Dimino court also determined that the 
officer had presented no evidence that she was perceived as disabled as defined 
by the relevant statutes.33

Sumner v. Wayne County34

A female probationary police officer brought this action against the Wayne County 
Sheriff’s Department alleging sex discrimination on the basis of pregnancy 
under Title VII. This probationary police officer claimed that she was denied an 
extension on her probationary period unlike nonpregnant, temporarily disabled 
probationary employees.35

She was hired as a police officer on June 16, 1997, and began her one-year 
probationary status. The officer became pregnant in August of 1997 and approached 
her commander in April of 1998 seeking an extension of her probationary period in 
order to accommodate her need to take time off work to give birth.36 The officer’s 
commander informed her that only employees with more than one year of service 
were allowed to take a leave of absence without pay, and that if she left before 
attaining such status, the officer would have to resign, reapply, and, if accepted, 
complete another full year of probation.37 She continued to work until May 6, 
1998, when she began to experience labor pains.38 The officer then exhausted her 
available sick leave prior to giving birth to her baby on May 21, 1998.39 On June 1, 
1998, the officer was informed that she was terminated.40

The Sumner court denied Wayne County’s motion for summary judgment based in 
part upon the fact that a male police officer who suffered an injury while on duty 
during the ninth month of his probationary year had been permitted to return to 
work and complete the remainder of his probationary period without the necessity 
of reapplying and restarting a new probationary period. 

Raciti-Hur v. Homan41

A female sheriff’s deputy brought this action against the county alleging that 
it failed to temporarily assign her to light duty work at road patrol pay during 
her pregnancy in violation of Title VII and § 1983. When the deputy was hired in 
1989, the sheriff’s department had an unwritten policy of allowing deputies to be 
assigned “light duty” work when disabled from their road patrol duties.42

Consequently, the deputy was assigned to light duty in 1992 when she was 
diagnosed with Bels Palsy, and again in late 1993 and early 1994 when she was 
pregnant with her first child.43 In October or November of 1994, the sheriff’s 
department discontinued this unwritten policy.44 When the deputy was denied 
the light duty she requested as an accommodation for her second pregnancy in 
February of 1996, she brought this legal action.
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The Raciti-Hur court determined that the deputy had failed to establish a prima facie 
case of pregnancy discrimination in that she could not show that other persons 
similar in ability or inability to work had been treated differently than she was.45 It 
provided that the PDA does not require an employer who does not provide light 
duty work to other temporarily disabled employees to provide it for pregnant 
workers.46

Allison-LeBlanc v. Department of Public Safety and Corrections, Office of State 
Police47

In this case, the Allison-LeBlanc court found the State Police policy of requiring a 
pregnant officer to report the fact that she is pregnant on an incident report form 
when she first became aware of her condition with the requirement that she visit 
her personal physician as soon as possible for a written recommendation whether 
the trooper be placed on administrative duty or leave violated Title VII and the 
PDA because it was disparate treatment on the basis of pregnancy.48 The Allison-
LeBlanc court noted that nonpregnant female officers and all male officers who 
were diagnosed with a medical condition were not relieved of road patrol duty 
without an evaluation of disability or inability to perform the required work, while 
pregnant officers were automatically deemed disabled due to their conditions.49

Atwood v. City of Des Moines50

A female police officer brought sex discrimination charges challenging the 
personnel policies of the city and police department affecting her during her 
pregnancy. The officer had originally been placed on light duty at the outset of her 
pregnancy but was forced to go on unpaid leave when light duty was eliminated 
as a part of a change in policy. The officer tried to demonstrate the disparate nature 
of the new policies by comparing the benefits given under the new policies to the 
benefits given to the male police officers under the former policy.

The Atwood court held that the change in policies relating to light duty for officers 
disabled unrelated to employment injuries did not discriminate or violate the 
PDA. It found that whether the officer may object to the changes in the policies 
is an issue of contract law. But if all the officers are treated equally under the new 
policies, there exists no disparate treatment.

Thomas v. City of Columbia51

Female police officers brought an action challenging the city’s light duty and leave 
policy under the Civil Rights Act of 1964 and the PDA. After more than one week 
of testimony, the magistrate judge rejected all of the plaintiffs’ claims. The Thomas 
court found no discriminatory intent or treatment.

EEOC v. Old Dominion Security Corp.52

A pregnant security guard was allegedly fired and subsequently not rehired due to 
her pregnancy. The EEOC court, proceeding on the theory of disparate treatment, 
employed both the McDonnell Douglas53 and the overt discrimination tests. Two 
types of discrimination are actionable under Title VII: (1) “disparate treatment,” and 
(2) “disparate impact.” See International Brotherhood of Teamsters v. United States,54 
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which acknowledged both claims as actionable. Disparate treatment occurs when 
an employer “treats some people less favorably than others” because of their sex, 
or where a facially neutral policy is merely a pretext for intentional employment 
discrimination (see Connecticut v. Teal).55 Disparate impact claims, on the other 
hand, “involve employment practices that are facially neutral in their treatment of 
different groups but that in fact fall more harshly on one group than another and 
cannot be justified by business necessity.”56 The EEOC court found the employer 
had engaged in illegal discrimination under both tests. The EEOC established a 
prima facie case under the McDonnell Douglas standard. First, the security guard 
belonged to the group protected by the PDA because she was a pregnant employee. 
Second, she possessed the requisite qualifications as a security guard. She was a 
competent employee who completed a security guard program.

The defendant argued that the security guard could not perform the duties of 
her position. But, under the McDonnell Douglas test, a prima facie case does not 
have to disprove all defenses. The EEOC court found credible the evidence that 
demonstrated the security guard as qualified for her position. She was discharged 
from her position and not rehired.

The defendant contended that the security guard abandoned her stand-by 
status, but the EEOC court discredited that contention as the defendant did not 
permanently discharge other employees who were temporarily disabled.

The defendant offered credible testimony that the security guard’s pregnancy 
interfered with her physical ability to perform. There, the defendant articulated 
a nondiscriminatory reason for the discharge. To rebut the presumption of 
discrimination in not rehiring the security guard, the defendant contended that 
the security guard would accept only her previous assignment. There, too, the 
defendant offered a nondiscriminatory basis for not rehiring the security guard.

However, the EEOC offered credible evidence to refute the defendant’s explanations. 
At least one witness testified that she saw no problem with the security guard’s 
performance, and that witness heard of no complaints. The defendant’s witnesses 
offered subjective opinions—not objective evidence—and the security guard 
insisted on working. She even offered a doctor’s certificate to prove that she could 
work.

Therefore, under the McDonnell Douglas test, the EEOC refuted the defendant’s 
nondiscriminatory rationale. The EEOC, thus, demonstrated that the defendant 
fired and failed to rehire the security guard in violation of the PDA.

In addition, the EEOC established a prima facie case of the defendant’s overt 
discrimination. The EEOC demonstrated that the defendant’s motivation was to 
discriminate. As evidence, the EEOC offered a termination notice that gave as a 
reason for the termination that because the security guard was in her ninth month 
of pregnancy, she could no longer perform her security duties, and witnesses 
admitted that the security guard’s pregnancy caused her dismissal.

Therefore, the defendant failed to demonstrate by a preponderance of evidence 
that, absent discrimination, the defendant had legitimate reasons for its actions.
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Roller v. City of San Mateo57

A female officer brought an employment discrimination suit challenging the city’s 
personnel policy that required her to go on sick leave during her pregnancy and 
failed to provide an alternative employment. The Roller court found that the city 
policy was not discriminatory or violative to due process.

The Roller court distinguished that case from Cleveland Board of Education v. 
La Fleur,58 a case on which the City of San Mateo relied. In La Fleur, the court held 
that regulations that penalize a female teacher for deciding to bear a child violate 
the Due Process Clause if they employ an irrebutable presumption. The irrebutable 
presumption created in La Fleur was that a teacher who is four or five months 
pregnant is physically unable to continue her duties.

The Roller court found that as distinct from the teachers in La Fleur, the female 
officer in Roller did not claim the ability to work while pregnant. Instead, she 
expected her employer to find her duties she could perform while pregnant. 
The Roller court held that due process does not command that an employer find 
alternative employment for disabled employees.

Adams v. Nolan59

A female police officer brought up an employment discrimination suit against 
her department after being denied light duty during her pregnancy. The court of 
appeals held that the proffered reason for denying the requested light duty was a 
pretext for discrimination based on sex. Therefore, the officer was entitled to relief 
on her sex discrimination claim.

Wunning v. Johnson60

A pregnant police officer requested she be placed on sick leave and instead was 
reassigned to inside duty. She brought suit for sex discrimination. The Wunning 
court held that the officer was not sexually discriminated against when she was 
transferred to inside duty. It noted that if a pregnancy prevents an employee from 
performing her duties, the pregnancy is tantamount to a disability. And employees 
who are disabled from performing general duties can be transferred to inside duty 
compatible with his or her condition.

U.S. v. Philadelphia61

Five appeals were taken from decisions of the U.S. District Court for the Eastern 
District of Pennsylvania on four motions filed by the United States that relate to 
three consolidated matters: (1) applications of female police officers to transfer 
from the all-female line of progression to the all-male line, (2) the mandatory hiring 
of 20 female police officers, and (3) the firing of a female officer because she was 
pregnant. The department had been found guilty of engaging in illegal employment 
discrimination with respect to women. In the portion of its decision relevant to 
this analysis, the district court found that the termination of the pregnant police 
officer was based solely on her pregnant status and therefore violated due process. 
A department physician who interviewed but who did not even examine the officer 
concluded that the officer could not perform the duties of a police officer. There was 
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no evidence other than the doctor’s statement that the officer was unable to perform 
those duties. The district court relied on the rule as set forth by the Supreme Court 
that to blindly presume that a pregnant woman is not able to work, and to deny her 
the opportunity to prove that she can work, violates due process. The district court, 
therefore, held that this officer’s termination violated due process.

Lehmuller v. Sag Harbor62

A female police officer brought pregnancy and disability discrimination suits 
against the department and the municipality for which she worked for not 
providing her with light duty during her pregnancy. The Lehmuller court noted that 
the department assigned a male officer to light duty as a result of the officer’s being 
arrested and charged with menacing and driving while intoxicated. It held that fact 
issues existed as to whether the department’s disability policy was a pretext for 
discrimination. The department argued that light duty was offered only to those 
officers who were injured on the job because those officers were entitled to pay. The 
department claimed that it, therefore, had a business necessity for its light duty 
policy. The department argued that the taxpayers are entitled to receive the benefit 
of police officers performing the duties they could perform given that the officers 
are paid for the duration of their disabilities. But the Lehmuller court noted that an 
officer not injured on-duty was also assigned to light duty. Thus, an issue of fact 
existed as to whether the village had a business necessity for its light duty policy.

Finally, although the officer conceded that, under the ADA, pregnancy is not a 
disability, she claimed that the ADA covers conditions relating to pregnancy. The 
officer then conceded that she did not have a condition that could be considered 
a disability. The Lehmuller court held that absent a medical condition related to 
pregnancy that hinders a woman’s major life activity, pregnancy is not a disability 
under the ADA.

Conclusion

This analysis has highlighted the fact that police departments and law enforcement 
agencies desiring to attract women and African-American female officers to 
their ranks have yet to adopt a standardized or uniform policy regarding work 
assignments for pregnant officers. Moreover, those departments that have 
addressed the issue have done so with varying results.

As illustrated by the number of legal actions brought by pregnant law enforcement 
officers, the failure to provide for light duty assignments continues to be a source of 
much legal controversy. The courts have also failed to clarify the issue. Relying on 
different legal theories, their holdings have justified the right of police departments 
to withhold light duty assignments for various reasons. One fact, however, is clear: 
without uniform work assignment policies for pregnant law enforcement officers, 
many women will once again be forced to make the age-old choice between career 
and family.
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“Show Me the Money”: The Connection 
Between Federal Funding and Support 
for Law Enforcement in Illinois
Christine Martin, Assistant Professor, Department of Criminology, Law, and 

Justice, University of Illinois at Chicago

The current adverse financial climate in the United States has reached crisis 
proportions. As with all other institutions across the nation, this financial crisis 
has had an effect on the criminal justice system. One indication of this impact 
was President Bush’s 2008 decisions concerning the portion of federal funding 
allocated to fight crime nationwide. In January 2008, Congress cut funding for the 
Byrne Justice Assistance Grant (hereafter, the ADAA grant), which funded local 
and state drug enforcement efforts. In 2008, this fund was cut by two-thirds, from 
$520 million to $170 million. The Bush Administration argued that the program 
should end because crime was down and that the money was needed elsewhere 
(Martin, 2008).

A local law enforcement agent’s comments show the immediate impact of this 
decision. A statewide drug enforcement coordinator for the Illinois State Police 
said, “[The cut in funds] couldn’t have come at a worse time. . . . After all the 
success we’ve started to have, this could set the Midwest back a good 20 years in 
our fight against this drug [Methamphetamine]” (Martin, 2008). 

An even more recent example of how the current economic crisis affects local 
criminal justice efforts can be found in President Obama’s American Recovery and 
Reinvestment Act of 2009 (ARRA). This act was signed into law on February 17, 
2009. The act was heralded as “an extraordinary response to a crisis unlike any 
since the Great Depression” (see U.S. Department of Justice, 2011). The component 
of this act that is germane to this investigation is the $2.7 billion provided to the 
Office of Justice Programs (OJP) from which much of the federal funding comes 
that support local and statewide law enforcement efforts in the criminal justice 
community.

In this article, I look at how much funding Illinois received from the federal 
government in support of its criminal justice efforts. I specifically focus on law 
enforcement efforts in police and sheriffs’ departments, which is where the system 
begins. I analyze federal funding trends with the goal of determining how the 
nation’s economic situation has impacted support for law enforcement efforts. 
Local and state criminal justice agencies throughout the nation rely on these 
funds to help fight and manage crime. I track federal funds awarded to the Illinois 
Criminal Justice Information Authority (the Authority), which the governor of 
Illinois has designated as a State Administering Agency. I track federal funds 
awarded to the Authority to support law enforcement efforts over an 18-year 
period between federal fiscal years (FFYs) 1992 and 2009.
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Federally Funded Programs and SAAs

One way that federal funds are distributed at local and state levels to fight crime is 
through federal grant funds. Federal grants are transfers of money from the federal 
government to specific state agencies, referred to as SAAs (State Administering 
Agencies). SAAs are responsible for dispersing federal funds to support specific 
criminal justice activities and programs. Each state’s SAA is responsible for 
applying for, receiving, establishing priorities for, allocating, and disbursing grant 
funds to eligible local and state agencies (Olson, 1991; see also the overview of 
the state and federal grants unit on the Authority’s website: www.icjia.state.il.us/
public). SAAs are also responsible for assuring that agencies that receive funds 
comply with state and federal regulations. For this article, I collected data from the 
Authority, Illinois’s SAA. As an SAA, the Authority is responsible for disbursing 
federal grant funds in Illinois. 

This article tracks funding received from the OJP and managed by the Authority. 
The Authority began operating in 1983 and functions under statutory mandate 
(see the Illinois Criminal Justice Information Act, Public Act 82-1039, eff. January 1, 
1983). One of the Authority’s mandated duties is the administration of federal 
funds to fight crime and to assist victims (Illinois Criminal Justice Information 
Authority [ICJIA], 1986). 

The Authority started dispersing federal funds in 1985 after Governor Thompson 
selected it to administer funds from two new federal programs: (1) the Justice 
Assistance Act (JAA) and (2) the Victims of Crime Act (VOCA) programs—both 
of which were created under the Comprehensive Crime Control Act of 1984. The 
JAA provided money for fighting crime and improving the administration of 
justice, and the VOCA provided money for programs to assist and compensate 
victims of crime (ICJIA, 1986, p. 26). The Authority formed and staffed a special 
unit called the Office of Federal Assistance Programs, which later became known 
as the Federal and State Grants Unit (FSGU), to perform the duties associated with 
managing federal funds. 

Amounts of federal funding dispersed through the Authority to fight crime and 
assist victims in Illinois have waxed and waned over time. However, analyzing 
trends in the amounts of the awards distributed from federal funds over time 
should show how current financial conditions have impacted this support. I begin 
my analysis with a brief description of federal funds awarded to and disbursed by 
the Authority for law enforcement efforts between FFYs 1992 and 2009.

“Show Me the Money”: A Historical Account of the Flow of 
Federal Funds for Law Enforcement in Illinois

Federal funding has been awarded to the State of Illinois and other states across 
the nation for a variety of criminal justice efforts. In addition to supporting law 
enforcement efforts, money has been spent to fund programs to fight drug abuse 
and juvenile delinquency, to manage and defend the public from offenders, to 
provide help to addicted offenders, to improve technology, and to assist crime 
victims. Table 1 lists all federally funded grant programs managed by the Authority 
between 1992 and 2009.
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Table 1. Federal Grant Programs Administered by the Authority,  
FFYs 1992-2009

ADAA
CMA
JABG
JAG
JITII
LLEBG
NCHIP
NFSIA
NSOR
PESAR
PSN
RSAT
SJS
SIS
VAWA
VOCA
VOITIS

Anti-Drug Abuse Act of 1996 (Byrne Formula Grant Program)
Congressionally Mandated Awards
Juvenile Accountability Block Grant
Justice Assistance Grants Program 
Justice Information Technology Integration Implementation Subgrant
Local Law Enforcement Block Grant
National Criminal History Improvement Program
National Forensic Sciences Improvement Act
National Sex Offender Registry Program
President Elect Security Assistance Reimbursement
Project Safe Neighborhoods 
Residential Substance Abuse Treatment for State Prisoners Program
State Justice Statistics Grant
State Identification Systems
Violence Against Women Formula Grants
Victims of Crime Act
Violent Offender Incarceration and Truth-in-Sentencing Incentive Grant

Source: ICJIA, 2010

Two of the longest-running federal grant programs managed by the Authority are 
the ADAA and VOCA grant programs. Funding for law enforcement activities has 
primarily come from just three of the grant programs listed in Table 1: (1) ADAA, 
(2) LLEBG, and (3) JAG. The purpose of the ADAA grant has undergone several 
transitions and shifts in its crime-fighting focus. The origins of ADAA as a source 
of funds in Illinois date back to the start of the Authority when it received funds 
from two new federal grants awarded to Illinois to aid its crime fighting efforts. 

After Congress and President Reagan approved the Comprehensive Crime Control 
Act of 1984, two federal programs were created to support local and state crime 
fighting efforts. In Illinois, the Authority administered these programs. Funds for 
these two federal programs were allocated from Public Law 98-473, which included 
the JAA, which was designed to fight crime and improve the administration of 
justice, and the VOCA, which allotted money to programs to assist and compensate 
victims of crime. The Authority only managed VOCA funds designated to assist 
victims of crime, not those meant as compensation. 

The Authority designated JAA funds to programs in Illinois that concentrated 
on four specific areas: (1) crime prevention with a statewide, multimedia public 
information campaign featuring the McGruff crime dog; (2) information systems 
to support computerized workload and management systems for criminal justice 
workers; (3) identifying and processing serious offenders1; and (4) training in 
specialized areas such as with state attorneys to better prosecute arson and drug 
cases.

In FFYs 1985 and 1986, JAA and VOCA funds were the only federal funds for 
criminal justice programs in Illinois administered by the Authority. However, in 
October of 1986, President Reagan signed the Anti-Drug Abuse Act of 1986, which 
ushered in the modern day War on Drugs.2 Under the ADAA, Illinois received 
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federal funding to bolster the enforcement of drug laws and the prosecution of 
drug offenders (ICJIA, 1998, p. iii). 

The Authority implemented the law enforcement component of the new ADAA-
funded federal program, at that time officially known as the State and Local Law 
Enforcement Assistance Act (SLLEAA). A majority of SLLEAA funds distributed 
in Illinois were used to improve crime labs and establish and expand multi-
jurisdictional enforcement units, known in Illinois as Metropolitan Enforcement 
Groups (MEGs), and drug task forces. By 1989, both JAA and SLLEAA programs 
were incorporated into a single ADAA program. This combination enhanced the 
focus on drug law enforcement, creating many new jobs, including drug chemists 
to manage the workload in the new and improved drug crime labs (ICJIA, 1989, 
p. 11), state attorneys and investigators hired to work exclusively on drug cases 
and asset forfeitures (p. 18), and new police officers and ancillary staff hired to 
man the MEGs and drug task forces (p. 10). 

During FFYs 1988 and 1989, the Authority funded a variety of drug prosecution 
programs to help state’s attorneys meet the new challenges brought on by the large 
influx of drug cases, and it established the first multijurisdictional drug prosecution 
effort in Illinois (ICJIA, 1989, p. 18). In response to increases in arrests for drug 
law violations and to manage the unprecedented growth in the prison population, 
corrections officials began to express a pressing need for more prisons to house 
offenders (p. 21). 

Over the following years, between 1989 and 1995, the Authority continued 
to administer ADAA and VOCA funds as the war on drugs intensified. One 
unintended consequence of the War on Drugs was monumental workload increases 
within every component of the criminal justice system. 

In 1996, the Authority began administering an additional source of federal funding 
supporting law enforcement efforts in Illinois. The Local Law Enforcement 
Block Grant (LLEBG) was created under the Omnibus Federal Fiscal Year 1996 
Appropriations Act or Public Act 104-134, which authorized the U.S. Department 
of Justice’s Bureau of Justice Assistance to make funds available to units of local 
government. Whereas ADAA funds were meant to enable the enforcement of 
Illinois drug laws and help decrease the likelihood of violent crime (ICJIA, 1998, 
p. 14), the purpose of the LLEBG was to reduce crime and improve public safety 
(p. 16). 

The federal granting agency dispersed the majority of LLEBG funds to eligible 
units of local government based on a formula that considered population and 
crime rates. This investigation does not include information regarding the units 
that received this direct funding nor about the uses of this funding. However, it 
does include information about LLEBG funds that were disbursed by the Authority 
to local units that were not eligible for direct funding. 

Illinois received $24.4 million in LLEBG funds; $23.3 million of it was awarded 
directly to units of local government that met the qualifications of the population/
violent crime rate formula. The Authority was authorized to disperse the 
remainder of the funds to units that did not qualify for direct federal funding. 
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These funds, which were awarded to police and sheriffs’ departments that served 
smaller populations, are included in this analysis. 

The LLEBG funds that were managed by the Authority were originally open to 
police departments, sheriffs’ departments, state’s attorneys’ offices, chief justices, 
and probation departments. However, only two nonpolice/sheriffs’ departments 
received funds from the Authority during the entire length of the grant program. 

Justice Assistance Grants (JAGs) are the most recent addition to federal funding 
used by local and state units of government to address national law enforcement 
issues. The JAG program is unique in that it was designed to streamline justice 
funding and grant administration (ICJIA, 2006, p. 16). To this end, the JAG program 
blends funding for ADAA and LLEBG programs to allow agencies the flexibility 
to prioritize justice funds to address their greatest needs (p. 16). JAG funds can 
be used for a variety of purposes, including not only law enforcement but also 
prosecution and courts, prevention and education, corrections and community 
corrections, and drug treatment programs as well as for planning, evaluating, and 
improving technology. 

JAG funds not only represent a consolidation and shift in the purpose and use of 
federal funding to local and state governments, but they also illustrate that there 
has been a significant reduction in funds to states, including the funding received 
to support law enforcement efforts. In FFY 2004, ADAA and LLEBG awards 
allocated3 to the Authority amounted to $19.6 million, whereas in FFY 2005, the 
JAG allocation totaled only $14.3 million. This consolidation resulted in a 25% 
reduction in funds (ICJIA, 2006, p. 16), which was followed by an even greater 
reduction the following FFY. In FFY 2006, JAG allocations were $8.5 million, which 
was a 40% reduction in funding from FFY 2005 (ICJIA, 2007a, p. 17). Figure 1 
illustrates the amount of funds dispersed by the Authority in support of law 
enforcement efforts from FFYs 1992 to 2009. 

Figure 1. Federal Funds Dispersed by the Authority to Support Law Enforcement
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Funds dispersed directly to police and sheriffs’ departments or to agencies that 
support law enforcement activities are counted as law enforcement efforts. Law 
enforcement efforts receiving federal funding from awards distributed by the 
Authority in Illinois have been funded primarily through ADAA, LLEBG, and 
JAG programs. However, not all agencies that received funds from these programs 
were police or sheriffs’ departments, nor did they perform activities supporting 
law enforcement. For example, in FFY 1992, ADAA funds were not only used to 
support the Adams County Sheriff’s Department’s work alternative program and 
several multijurisdictional drug enforcement groups, they were also used, among 
other things, to fund specialized probation training conducted by the Cook County 
Adult Probation Department. 

In another example, the Illinois Law Enforcement Training and Standards Board, 
which is not a police or sheriffs’ department, received funds for law enforcement 
officer training. This activity was counted as a law enforcement effort in this 
investigation. All LLEBG funds administered by the Authority went directly to 
police and sheriffs’ departments, with some exceptions in FFYs 1997 and 2006. In 
FFY 1997, two county state’s attorney’s offices received funding; and in FFY 2006, 
two cities/villages received LLEBG funding. Because there was no indication that 
these amounts were used to fund law enforcement efforts, they were not counted 
as law enforcement efforts.

One obvious trend that emerges from Figure 1 is the seemingly steady decline in 
funding for law enforcement efforts. The spike in the trend for FFYs 1993 and 1994 
is artificial because it combines funds dispersed over a two-year period. If the total 
amount were divided between the two years, the trend line would be smooth. The 
average of $8.5 million dispersed for law enforcement in FFYs 1993 and 1994 is still 
less than the $10.9 million dispersed in the previous year (FFY 1992), yet more than 
the $7.8 million dispersed the following fiscal year (FFY 1994). 

Until LLEBG funds were made available and distributed in FFY 1997, ADAA was 
almost the only source of federal funds distributed by the Authority that directed 
funds specifically toward law enforcement efforts in Illinois.4 As Figure 1 illustrates, 
the advent of LLEBG funds did not significantly increase the amounts of money 
directed through the Authority for support of law enforcement in Illinois. Despite 
a slight increase in funding between FFYs 2002 and 2005, which placed the support 
of law enforcement efforts closer to the original FFY 1992 levels, funding for law 
enforcement continued to decline. Even with the JAG program consolidation of 
ADAA and LLEBG funds, money dispersed for law enforcement continued to be 
lower than in previous years.5

As Figure 1 indicates, the money dispersed for law enforcement efforts through the 
JAG program was significantly less than the amounts dispersed from the ADAA 
program, which also supports the conclusion that funding for law enforcement in 
Illinois has steadily diminished over time. Based on dollar figures alone, it appears 
that support for law enforcement efforts in Illinois, as seen through the funding 
practices of Illinois’s SAA, has dwindled. 

Dispersal of federal funding in support of law enforcement efforts, as seen in 
Figure 1, is just one way of measuring the status of federal support for local and 
state law enforcement. There are two parallel speculations concerning funding 
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trends for law enforcement that are not as obvious as declines in dollar amounts 
but may be equally valid contributors to supporting law enforcement in Illinois. 
First, the overall tracking of federal funding for law enforcement activity does not 
demonstrate the idea that an overall shift in focus has occurred in the criminal 
justice system, a shift that has moved away from law enforcement toward other 
components of the system and toward other pressing issues in the criminal justice 
community such as corrections and the management of the post-War on Drugs’ 
ex-offenders who are being reinstated into the community. 

Second, in connection with the first speculation is something that Figure 1 does 
not show, which is the shift in the philosophical approach to criminal justice from 
the swift and sure punishment that characterized the 1980s War on Drugs to a 
more rehabilitative and therapeutic approach, which seems to characterize the 
contemporary purpose of federal funding for law enforcement. These two shifts 
are more qualitative in nature, but they would theoretically have implications for 
the amount of federal funding available to support local and state law enforcement 
efforts. 

A closer look at the distribution of ADAA and JAG funds to nonpolice and 
sheriffs’ departments to support functions other than law enforcement tests this 
first proposition, concerning a shift in focus in criminal justice away from law 
enforcement. For example, in FFY 1992, 53% of all ADAA funds were dispersed to 
law enforcement agencies or for law enforcement efforts compared to just 27% in 
FFY 20076 (ICJIA, 1992, pp. 27, 28; ICJIA, 2007b, pp. 22-25). 

ADAA funding has never been limited to law enforcement but has always been 
used to fund activities throughout the criminal justice system. However, in the 
late 1990s, ADAA funds distributed by the Authority became more diversified, as 
more non-law enforcement programs, which had not previously been awarded 
this funding, were funded during this period. For example, ADAA funds were 
used in FFY 1998 for activities such as the Drug and Violent Crime Appeal Backlog 
Reduction Panel Project, sponsored by the State Appellate Defender’s Office, and 
for the Violent Crime Defense Program awarded to various local public defender’s 
offices. 

An examination of the purposes for federal grant funding tests the second 
proposition: that a shift has occurred in the philosophical approach to criminal 
justice from punitive to rehabilitative and treatment-oriented. The original purpose 
of the ADAA was to help finance and enforce the national War on Drugs. Language 
used in a letter written in 1989 by the Chairman and Executive Director of the 
Authority to the Illinois Governor and General Assembly illustrates this (ICJIA, 
1989). According to the authors, “the 1980s have brought renewed emphases on a 
more traditional approach: providing justice that is certain, swift, and appropriate 
for both criminal offenders and the innocent people they victimize” (p. ii). The 
letter illustrates the focus on law enforcement efforts as seen in the following 
excerpt: “In terms of enhancing the certainty [emphasis in the original] of justice 
in Illinois—that is, increasing the probability that offenders are identified and 
apprehended—the state’s record is good. . . . [A]rrests in Illinois are up, especially 
arrests of those offenders who traffic in and abuse illegal drugs” (p. ii). 
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In contrast, JAG, the new version of ADAA, takes the opposite approach. Although 
it is designed to streamline funding and grant administration, it has seven priority 
areas. The first six are (1) prevention programs, (2) early intervention, (3) treatment, 
(4) best practices research for drug treatment and prevention, (5) integrated justice 
systems, and (6) information. Priority number seven is to support efforts with law 
enforcement, prosecution, and probation. In addition, a stated requirement for 
using funds from the JAG Prevention and Education Program is that they should 
be allocated to support prevention programs that help youth recognize risks 
associated with violent crime and drug use (ICJIA, 2007a, pp. 16, 17).

The above suggests that, not only has there been a tangible decrease in monetary 
support for law enforcement efforts, but there has also been a shift in public policy 
concerning criminal justice away from funding law enforcement and toward 
funding other aspects of the criminal justice system. ADAA funds signaled the start 
of the modern day War on Drugs and brought attention and funding to the front-
end of the criminal justice system, namely law enforcement. However, because 
of the changing perspectives within the criminal justice community, the political 
agenda appears to be accommodating contemporary issues such as the release and 
re-entry of ex-offenders back into their communities and police officer safety. 

The nation’s financial crisis has had a direct impact on the amounts of federal dollars 
allocated to local and state criminal justice efforts, which is linked to the amount 
of money available to law enforcement. However, the changes that have occurred 
within the criminal justice community have also had an effect on federal funding for 
law enforcement and are autonomous with the financial crisis. This additional change 
has to do with a shift in national policy away from the punitive law enforcement 
philosophy of the War on Drugs toward a philosophy that adapts to current issues 
in the criminal justice system. As seen in the purpose areas of the current federal 
funding that includes money for law enforcement (JAG), the focus is now on 
treatment, training, and intervention in addition to enforcement. This multifaceted 
focus indicates a different philosophy from the strong focus on law enforcement in 
the 1980s and 1990s. This shift in focus caters more to rehabilitative efforts, aimed 
at ex-offenders and drug addicts who violate drug laws, and to prevention efforts 
to avoid violations of the law than in times past. This change in direction may also 
represent the subtle and gradual dismantling of the national War on Drugs policy. 

“Show Me the New Money”: A Brief Look into the Future of 
Law Enforcement Support

In response to the increasing disparity in federal funding that was being 
experienced by criminal justice systems in states throughout the nation, President 
Obama implemented legislation that attempts to offset the federal funding 
shortages experienced by local and state crime-fighting agencies which is called the 
American Recovery and Reinvestment Act of 2009 (ARRA). The ARRA was passed 
in response to the nation’s economic crisis (ICJIA, 2010, p. 16), and it was designed 
to create new jobs and save existing ones, spur economic activity, invest in long-
term economic growth, and foster unprecedented levels of accountability and 
transparency in government spending (p. 16). According to the U.S. Department 
of Justice’s OJP (2011), the purpose of ARRA funds is to “assist state, local and 
tribal law enforcement and for other criminal and juvenile justice activities that 
help to prevent crime and improve the criminal justice system in the United States 
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while supporting the creation of jobs and much needed resources for states and 
local communities.”

Illinois received $50.2 million in ARRA JAG funds (ICJIA, 2010, p. 16), $5 million 
in ARRA Violence Against Women Act funds, and $1.3 million in ARRA Victims of 
Crime Act funds. This recent legislation places us at the start of a new era of federal 
funding for law enforcement in Illinois. There are early signs that law enforcement 
efforts funded in the past (i.e., multijurisdictional task forces) will continue to 
receive funding. For example, a spreadsheet showing the plans for spending FFY 
2009 ARRA JAG funds is posted on the Authority’s website. Twenty-five percent of 
the funds are earmarked for law enforcement efforts that include equipment and 
support to multijurisdictional task forces and funding to support law officer safety. 

One related item of interest which could be an indication of changed thinking in 
contemporary criminal justice culture is found in the “New Projects” section of a 
report prepared by the Authority’s research unit to members of the Authority’s 
governing board, which was presented at their March 2011 meeting. According 
to this report, the research unit is conducting drug task force research. The 
rationale provided for conducting drug task force research is that, after a review 
of literature concerning MEGS and drug task forces, much is still not known about 
their processes and outcomes. The information gathered from this research will 
be used to inform Authority grant reviews and grant administration processes 
for this program area. A final report concerning multijurisdictional task forces 
will be published in early 2012. The task force research illustrates the possible 
shift away from law enforcement as well as a shift in the political agenda driving 
federal funding for criminal justice issues. With it, the major mechanism used 
for implementing the War on Drugs, which was supported with original ADAA 
funds, is coming under scrutiny during a time when the Authority determines the 
best way to spend increasingly sparse federal dollars. 

Future and continued programs administered by the Authority using federal funds 
are indicative of the direction in which federal funding will flow in terms of financing 
criminal justice efforts. Based on grant information posted on the Authority’s website, 
the Authority has so far received 2011 federal funds for only three programs—VOCA, 
RSAT, and Forensic Science. None of these programs explicitly support the kinds of 
law enforcement efforts that have been supported in the past, and one of them, RSAT, 
supports ex-offenders in their transition to the community and in their battle with 
substance abuse through rehabilitation and treatment. This is possibly another clue 
that supports the speculations presented in this essay of a shift in criminal justice 
policy and philosophy that is moving away from stringent and punitive criminal 
justice practices such as those enforced during the War on Drugs era, which heavily 
backed law enforcement or policing efforts, toward the management of post-War 
on Drugs ex-offenders’ reinstatement back to communities along with a more 
rehabilitative and therapeutic approach to criminal justice.

Discussion and Conclusion

This article is a preliminary look at the connection between federal funding 
and support for Illinois law enforcement efforts. There are many questions that 
remain unanswered about federal money and support for local and state law 
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enforcement. For example, it would be interesting to know what percent of all 
ADAA funding administered in Illinois was dispersed specifically to police 
and sheriffs’ departments or law enforcement efforts over time and whether 
the proportion dispersed to law enforcement increased, decreased, or remained 
consistent. In addition, because JAG funding is a consolidation of the two major 
sources of federal funding to law enforcement in Illinois, it would be interesting 
to compare how the $50 million in ARRA JAG funds will be dispersed with how 
ADAA, LLEBG, and JAG funds were dispersed over time, and whether the same 
areas of focus in law enforcement will be retained or if money will be spent in 
support of law enforcement activity in a new way. For example, will more federal 
dollars be used to support officer safety or community policing than in the past? 

This analysis shows that federal funding for law enforcement efforts has declined 
over time and that the financial crisis had much to do with it. However, the 
economic crisis may not be the only force behind the decrease in funds for law 
enforcement. Perhaps a shift in public policy and a shift in focus away from law 
enforcement to other components of the system played a key role in this decline 
in financial support. 

Endnotes
1 Programs receiving JAA funds were required to concentrate on serious and 

repeat offenders. The JAA provided assistance to local authorities to better 
identify and process violent and repeat offenders.

2 President Richard Nixon identified drug abuse as “a serious national threat” 
in 1969 calling for a national anti-drug policy at the state and federal level. 
President Nixon was the first to coin the phrase “war on drugs” when in 1971 
he officially declared a war on drugs and identified drug abuse as public enemy 
number one (National Public Radio [NPR], 2011).

3 Allocated funds are not the same as dispersed funds. Dispersed or distributed 
funds are taken from allocated funds. Allocated funds are the total funds set 
aside for distribution to local and state units of government via the Authority. 
Dispersed or distributed funds are the funds that were actually received by the 
local and state units.

4 Other federal grant programs, such as NCHIP and VOCA, dispersed funds to 
police and sheriffs’ departments in support of their designated purposes (i.e., 
to improve criminal records and service victims of crime). These funds are not 
included in the definition of law enforcement efforts in this article because the 
grants’ primary function was not to support law enforcement, as was the case 
with the ADAA and LLEBG and is the case with JAG.

5 It should be noted that only around 5% of LLEBG funds were managed by 
the Authority. As such, Figure 1 does not represent the full support provided 
to law enforcement during the life of the LLEBG program. However, funding 
from the LLEBG program came to an end with the passage of legislation that 
created JAG. Forty percent of JAG funds are awarded directly to units of local 
government, while 60% is transferred to SAAs for dispersal to local units.

6 It should be noted that on April 2011, the Authority dispersed an additional 
$810,000 of FFY 2007 ADAA funds to 42 local law enforcement agencies for 
much needed vehicles (Monti-Evans, 2011).
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Introduction

The purpose of this article is three-fold: (1) to emphasize the role of community 
policing as an important component in community safety and support; (2) to 
assess the perception of interagency cooperation; and (3) to present guidelines for 
implementing training, policies, and procedures that could increase the effectiveness 
of social service(s) by improved interactions between law enforcement officers and 
social service personnel—especially social workers.

Community policing (CP) is a philosophy that promotes organizational strategies; 
supports the use of partnerships and positive, nonviolent problem-solving techniques; 
and deals with public safety and community issues such as disorderly conduct, 
trespassing, domestic violence, family violence, neighborhood crime, etc. It is made 
up of three components: (1) Community Partnerships – collaborative relationships 
between law enforcement agencies and organizations (law enforcement officers 
[LEOs] want to assist with problem solving and increase trust among organizations); 
(2) Organizational Transformation – the alignment of the law enforcement agencies and 
their ability to offer problem-solving suggestions to organizations; and (3) Problem 
Solving – the process of evaluating and solving problems. 

CP is further defined by Meese (1993) and Trojanowicz and Moore (1988) as the 
use of sophisticated investigative problem-solving techniques while interacting 
cooperatively with community institutions such as families, schools, the 
neighborhood association, merchant groups, social service agencies, and mental 
health agencies to create safe, secure communities.

LEOs have become an extension of the community support system in the 
community. Often, LEOs are the only crisis unit available 24 hours a day seven 
days a week at no direct cost to the community (Steadman, 2000; Teplin, 2001; 
Washington, 1997). When LEOs are contacted regarding a suspect that is familiar 
to members of a particular community, the suspect/person has usually exhausted 
the good will and support of his or her family, significant other, and neighbors. 
Once these supports are exhausted, LEOs are contacted to intervene.

An increasing number of persons are moving to Lee County in Southwest Florida 
and residing year-round. As a result of this significant increase in population, 
the number of calls going out to LEOs requesting intervention in a potential 
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crisis situation are increasing. The researchers in this study wanted to assess the 
perceived level of cooperation among agencies as viewed by local LEOs.

Worldwide source literature was used because there appears to be a scarcity of 
literature that deals directly with law enforcement and interagency cooperation. 
The literature search revealed that this area is one with very little documentation, 
once again making this study very intriguing. Since this area of study is one that 
has received very little attention in the past, the researchers had to become creative 
in connecting all the different areas relating to this study. One fact that was noted 
by the researchers while the review of the related literature was being completed 
was that most of the efforts and/or initiatives were still in the implementation 
or the evaluation stage. This has caused LEOs in the United States to view it as a 
popular reform as well as a challenging one. 

Literature Review

Community policing has been embraced by the vast majority of police in the 
United States (Mastrofski, Willis, & Kochel, 2007). Due to the Violent Crime and 
Law Enforcement Act of 1994, the U.S. Department of Justice (n.d.) issued grants 
to local and state police agencies to support CP, which is now considered the most 
popular police reform in the U.S. as well as abroad in the 21st century (Bureau of 
Justice Statistics, 2003; Roth et al., 2000). Numerous critics of the philosophy claim 
developing and implementing CP in the U.S. has been challenging (Mastrofski 
et al., 2007). According to Herbert (2006), everybody knows what CP is but nobody 
really knows what it is. LEOs and citizens hold conflicting ideas about CP. 

In 2006, Mastrofski et al. (2007), citing a lack of knowledge of the nature and scope 
of the challenges, conducted a national mail survey of large (n = 100+) municipal 
and county police agencies. The survey asked respondents whether or not CP had 
been adopted. Only 11 out of 352 respondents stated it had not been adopted. Study 
respondents were given 25 challenges that they might encounter when conducting 
CP. According to the results, challenges were viewed as “very” or “extremely” 
challenging. The two areas of grave concern were (1) “meeting calls for service 
demands [resources] and conducting criminal investigations while doing CP” 
(44.1%) and (2) “getting sufficient resources to do CP correctly” (52.7%). One 
resource that continues to be documented as insufficient by CP and community 
organizations is services for the mentally ill. 

One area of major concern is the interaction(s) of LEOs and citizens who suffer 
from some form of mental illness. This group of individuals highlights the need 
for law enforcement and social service agencies to work together in order to 
provide effective service(s) and to ensure officer/suspect safety in such encounters. 
Although a large number of individuals with mental illness are in jail or prison 
today, Osher, Steadman, and Barr (2003) predict that almost all inmates with mental 
illness will leave correctional settings and return to the community. The authors 
suggest that inadequate transition planning puts jail inmates who entered the jail 
in a state of crisis back on the streets in the middle of the same crisis. Their research 
makes clear the outcomes of inadequate transition planning. The outcomes include 
the compromise of public safety, an increased incidence of psychiatric symptoms, 
homelessness, and re-arrest. The researchers of this present investigation are very 
much concerned about the outcomes that the above authors noted. The current 
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researchers see the re-arrest of the mentally ill as a continuous vicious cycle that 
could have easily been handled more efficiently if the coordination between law 
enforcement and social services, especially mental health services, were more 
defined and cooperative. This would require training officers to provide ongoing 
counseling to the mentally ill.

A study conducted in Los Angeles by Maloney, Ward, and Jackson (2003) exposed 
the neglect that mentally ill inmates receive as a result of undertrained officers. 
The study concluded that more than one in every 14 jail inmates suffered from 
serious mental illness. The authors of the study noted an increase in the number 
of inmates with mental disorders detained in local jails. The study also revealed 
that the neglect takes place at a number of stages in the criminal justice system. 
The initial screening should take place with the arresting officer, but it is not done 
the majority of the time. The study suggests that the front-line officers are often ill 
equipped to handle the situations properly. The officers show a lack of training as 
being the primary obstacle to providing adequate service. The authors of the study 
made the suggestion that jail mental health screening procedures must identify 
inmates who currently manifest symptoms of mental disturbance requiring 
immediate treatment, as well as those inmates who are at risk of developing such 
problems during the course of their incarceration.

Woolf and Rudman (1977) examined the level of cooperation by law enforcement 
and social service agencies and concluded that police will use a social service 
program if they can help plan it and if they view it as an adjunctive service that 
is ready and available when needed. The authors also related that communities 
would provide financial support for a social service program that improves the 
efficiency of law-enforcement operations and allows community problems to 
be dealt with in the appropriate system. This assertion by the authors basically 
supports a comprehensive systems approach.

In 1980, Parkinson found that when it comes to cooperation between police 
and social workers, the biggest barrier to that cooperation is one of sex- role 
stereotypes. The author suggested that the solution to the problem of the lack of 
interagency cooperation lies in the social organization of a capitalistic society. The 
author proposed that the agencies offer training in order to inform each agency 
of their roles and duties and also that the two agencies be more accepting of 
their limitations and boundaries. Lastly, the author suggested that stereotypes be 
abandoned between the agencies in order to foster cooperation.

Roberts (1976) examined the history of police social workers and revealed that 
police social work had a promising start in the early decades of the 20th century 
but then faded, largely as a result of adverse publicity and sexist misconceptions. 
The article implied that the history of police social work lends support to the view 
that social workers can make a significant contribution to broadening the role of 
police departments as human service agencies, especially in crisis intervention 
work. The author suggested that police officers need training in human relations 
and mental hygiene; they need sensitivity training; and they need to know how to 
recognize personality disorders. According to the author, the officers need training 
not so that they could take the place of experienced social workers, psychiatrists, 
and psychologists, but to be able to provide immediate crisis intervention when 
emergencies arise and the other professionals are not available. 



174 Law Enforcement Executive Forum • 2011 • 11(3)

Interface of Community Policing and Domestic Violence

A significant area where LEOs and mental health agencies have collaborated to 
develop effective safe resources and programs is domestic violence (DV). 

According to Reuland (2001), prior to 1970, social norms dictated that police 
treat DV as a family matter, not as a problem for the police. LEOs were the first 
responders for intervening in family violence; more often than not, however, 
they had no official recourse when responding to a call for service from a victim. 
Therefore, unless serious bodily harm occurred, an arrest was not made (Buzawa 
& Buzawa, 1992). The primary response to family violence was noninterference 
(Giacomazzi & Smithey, 2001). By the mid-1980s, the LEOs’ response to DV was to 
make an arrest; mediation was no longer a choice. 

During the past few decades, CP has fundamentally changed its policies and how 
it interacts with community agencies and victims of DV. LEOs and community 
agencies have formed effective partnerships; they have a collaborative approach 
to DV that ensures victims do not go unnoticed or unassisted (Pollitz Worden, 
2001). 

In 1999, the Battered Women’s Justice Project (BWJP) Criminal Justice Center 
began working with CP to strengthen community engagement and develop and 
implement positive problem-solving techniques. The communities involved ranged 
from large urban cities to small rural towns. Organizing against domestic violence 
was characterized by three principles: (1) victim safety, (2) offender accountability, 
and (3) cultural institutional (community) change. The BWJP established shelters, 
crisis lines, advocacy services, and legislative policy changes to increase victim 
safety, offender accountability, cultural changes, and community awareness.

BWJP produced instrumental tools that connect DV interventions with community 
policy. The research states that although the tools are significant, the greatest 
impact was the willingness of the police to explore partnerships with battered 
women advocates into their response to DV (Sadusky, 2004). 

In Newport News, Virginia, a CP grant was rewarded to combat DV. The following 
professionals decided to work together—judges, prosecutors, police, mental 
health, and citizens—with the goal of counseling rather than jail for couples 
experiencing DV. There were five distinct goals: (1) decrease the number of DV 
calls by mandatory arrests and referrals to community programs, (2) improve 
police and other agencies responsive to DV, (3) evaluate program needs, (4) train 
police and service providers, and (5) assign DV calls to LEOs who have been 
appropriately trained. 

The city of Portland, Oregon, established a unit in 1993 entitled Domestic Violence 
Reduction Unit (DVRU) to decrease domestic violence. This unit was built on the 
philosophy of CP. For the citizens of Portland it reflected a new way of addressing 
a public crime which required special attention. DVRU’s primary purpose is to 
investigate selected cases, aid victims, attempt to understand the culture so they 
can interrupt the cycle of violence within the home, and assist with efforts to 
respond to DV in an effective, safe matter. The CP perspective required a conscious 
effort to consult with different groups within the community and to incorporate 
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those agencies into the process of creating the DVRU: The police and community—
consulting and working (Butzer, Bronfman, & Stipak, 1996).

Interface of Community Policing and Citizenry

Community policing, as a concept, has various meanings across the country, and 
how it is implemented varies with the structure and size of the city, the philososphy 
of the police department, and the perceived needs of the citizens and other factors 
(Rosenberg, Ernest, & Lewis, 2000). Anderson (n.d.) states that CP is a broad term 
often used to describe many areas in police work; and if organized correctly, CP 
can empower citizens who reside within a community, and police-citizens relations 
can reduce crime. 

According to Hageman (1985), the present day role of agents in the criminal 
justice system mandates variety and flexibility. The argument should no longer 
be between those who demand “real police work” (as in concern for control) and 
those who have concern for people and their civil rights. Rather, the emphasis 
needs to be on when it is appropriate and beneficial to develop police-social work 
or other professional teams to handle communities’ problems.

In other areas of interaction, however, people have different perceptions. A 
department, therefore, needs to be involved with the citizenry in the communities 
in order to define their role and gain support for that role. Hageman (1985) 
suggests that CP involves three important aspects: (1) informing, (2) persuading, 
and (3) integrating people with people. It is also believed that officers have to 
be sensitized to the needs and concerns of the persons with whom they work—
perhaps permitting some of these individuals to be involved with the working of 
the agency (training, establishing policy, and so on) as much as possible. 

Although the role of the police is primarily a legal one in terms of crime, police 
agencies today, as they did in the past, perform a variety of community services 
(Hageman, 1985). Some researchers have noted that the community’s political 
culture can also define or structure the police role (Wilson, 1968). Other researchers 
have suggested that what police officers do is the result of how that person was 
trained or socialized into the occupation (Skolnick, 1977).

In order to answer the question concerning what kinds of expectations the citizenry 
have, it is important to remember that for centuries people have believed that home 
rule and democracy are important. It is not that the arresting of offenders is not 
important. Rather, those activities should not occur at the expense of violating civil 
rights or the common standards of decency to human beings (Hageman, 1985).

In the late 1990s, a citizens survey of the CP program was conducted in Racine, 
the fifth largest city in the state of Wisconsin (Wikipedia, 2008). The results of the 
survey showed that although the contact among LEOs and citizens had increased 
to 25%, two-thirds of the respondents stated that contact was violation based, 
therefore, the contact was labeled as one of dissatisfaction. The citizens’ perceptions 
of declining communities had not changed since 1993, the year CP was initiated, 
and even though the citizens of Racine saw more officers in the community, their 
perception of them continued to be in their traditional roles—in squad cars and 
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issuing tickets for violations. The authors stated that the most satisfying finding 
was that citizens felt safer going out at night (Rosenberg et al., 2000). 

Another city that has witnessed change as a result of CP and that proclaims a safer 
environment is Providence, Rhode Island. All LEOs are trained in CP, and in how 
to establish positive relationships with social service agencies and with citizens—
children in particular. Areas where children play sports, such as basketball courts, 
are now free of drugs, gang violence, and weapons (Milkovits, 2010).

Methods

A qualitative research method was used to analyze the nature and contextual 
experiences of law enforcement officers who have the opportunity to work 
collaboratively with other social service agencies in order to provide a rich 
description of their experiences and training. Bogdan and Biklen (1992) defined 
qualitative research as being “rich in description of people, places and conversation,” 
which are “not easily handled by statistical procedures,” stating that qualitative 
researchers are concerned with “understanding behavior/experiences from the 
subject’s own frame of reference” (p. 2). Consequently, analyzing the training and 
experiences of the LEOs is more easily understood utilizing qualitative research 
because this approach permits the in-depth exploration of the experiences of a 
group of people in their own voices. 

Participant Selection

The population studied consisted of 45 LEOs who have had the opportunity 
to interact with other social service agencies during the course of their law 
enforcement careers. The officers represented two law enforcement agencies in 
Southwest Florida. Surveys were distributed to the officers, and their responses 
were qualitatively analyzed for summary data. 

An attempt was made to include a range of experiences and orientations in order 
to examine the full spectrum of the nature and contextual factors which condition 
the officers’ experiences and to examine the interface of officers and social service 
personnel in working through the problems and issues that occur in community 
policing. This group included LEOs representing various ranks within the law 
enforcement agencies. The LEOs utilized for the study had been in law enforcement 
for at least six months.

Research Design

Prior to the beginning of the study, the training supervisor in each law enforcement 
agency was contacted, given a brief description of the study, and asked to 
participate. The supervisors were asked to provide an approximate number of 
officers who were currently active and have served on the force for at least six 
months. Once the numbers were given, the researchers attempted to survey at 
least one-fifth of the officers at each agency. The one-fifth number was chosen as it 
appeared to be a manageable number which was agreed upon by the researchers 
and the training officers. 
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Each of the potential participants was briefed by the training officers and told the 
purpose of the survey. After explaining the survey, the LEOs were given time to 
complete the survey. The participants were encouraged by both the researchers 
and the training officers to be as candid as possible and told that the information 
gathered from the surveys would be used to analyze and critique the level of 
interagency cooperation within their general locale. The primary method of 
gathering data for this study was through open-ended questions on a survey 
instrument and a program analysis based on interviews with the training officers/
supervisors. The program analysis consisted of reviewing initiatives/programs 
geared at law enforcement safety and having conversations with training officers 
about their respective training departments as they related to working with other 
social service agencies. 

The general participants were asked to respond to the eight questions on the 
survey instrument. The participants were generally asked to describe their training 
experiences and to share their experiences of working with the community. 
The participants were asked to share their view on the level of cooperation that 
they have received since becoming a LEO. As for the training supervisors, they 
were asked to describe their views on the importance of agency cooperation and 
to provide an assessment of the extent and quality of related training that they 
had received and to assess the community-oriented training provided at their 
respective agencies. 

Data Analysis

There is a unique relationship between the data and their analysis in a qualitative 
study. As the data are collected, “units” emerge that suggest further data needs to 
be collected and categories of information. Typically, the data are coded according 
to these categories and analyzed to explore meaning and interrelationships 
(Bogdan & Biklen, 1992). 

Coding

Coding is the process by which data are ordered. Three forms of coding—(1) open, 
(2) axial, and (3) selective—occurred simultaneously with the data collection to 
permit the researchers to identify relationships among the variables. The line-by-
line examination of each survey as well as notes from the interviews allowed the 
researchers to identify emerging concepts expressed by the study’s participants. 
This part of the analysis relied heavily on open coding. Axial coding was used 
to review experience areas and hypothesize relationships between officers and 
other social service personnel. Selective coding for core arenas was conducted 
systematically to identify codes with a significant relationship that could be used 
for additional data collection (Strauss, 1987). This assisted the researchers in 
discovering broad areas of concerns as voiced by the officers and the supervisors. 

As the researchers analyzed the surveys as well as the notes from the interviews, 
they noted similar terms, phrases, and experiences that emerged. The terms, 
phrases, and experiences were carefully examined resulting in the development of 
two key experience areas: (1) social and (2) intellectual. The experiences allowed 
the researchers to gain a sense of the participants’ situational perspectives. 
Within the social arena, there are the experiences of the officers interacting with 
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the community. The intellectual arena includes such experiences as knowledge 
(training provided to build relationships), perception, and reflection.

Results

Interagency Cooperation

In regards to interagency cooperation, the officers reported that they have on 
average, four to five interactions per day with agencies outside of law enforcement. 
All of those agencies fell in the realm of social services, ranging from fire to mental 
health services. One question asked the officers to rank from 1 to 5, with 5 being 
considered as very important, the importance of interagency cooperation as a tool 
for them to be successful at their jobs. Eighty percent of the respondents rated the 
question at a value of 5, 18% rated the question at a 4, and 2% of the respondents 
rated the question at a value of 3.

Forty of the 45 officers (90%) voiced concerns about the relationship that their 
department had with social services, especially mental health agencies. The officer 
reported a great divide in the agencies knowing the full range of duties by law 
enforcement agencies and law enforcement knowing the full responsibilities 
of the social service agencies. The officers suggested that there are still a great 
number of stereotypes present in regards to what these different entities do. The 
officers basically see too much separation between law enforcement and social 
service agencies, which hinders the joint success that could be enjoyed by these 
agencies. The officers suggested that an improved relationship could improve 
their services as they would be more aware of what’s available to the citizens who 
they encounter. 

Training

In regards to training, many of the officers reported that they believed that they 
had received subpar training in regards to interagency interaction and most felt 
that they had received inadequate training for intervening with Seriously Mentally 
Ill (SMI) individuals. Their perception of inadequate training is based upon the 
fact that they had less than one hour of mental health training; and for some, it 
was not considered mandatory. These officers also reported that mental health 
training is not required at their agencies and that inservice training provided by 
their respective agencies deals mostly with sociological issues not mental illness. 
All officers stated that dealing with SMI individuals had become so routine 
that mental health training should become mandatory and ongoing. They also 
proposed that mental health training be considered as important to their training 
as cultural diversity. These same sentiments were shared in regards to interagency 
cooperation training. The officers wanted more opportunities to interact with 
fellow agencies and first responders.

Furthermore, the officers also suggested that more emphasis should be given to 
improving human relation skills as the ability to listen to people and respond in a 
sensitive manner is essential to good police work. Lastly, the officers suggested that 
mental health professionals become part of the training process of law enforcement. 
The officers advocated a seamless system that would provide opportunities for 
social service professionals and LEOs to become knowledgeable about the services 
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provided by each agency and become members of the same team, not competitors. 
This approach—Enhanced Interagency Cooperation—would provide a more 
comprehensive, efficient approach to community policing as well as help in 
providing adequate service(s) through other social service agencies. 

Conclusion

This study assessed the status of law enforcement and interagency cooperation 
in Southwest Florida. The study reviewed related issues and examined the 
experiences of 45 law enforcement officers. The findings of the study revealed 
a number of gaps that exist between law enforcement and social service and 
healthcare agencies. The gaps include poor community relations, poor training 
in mental health service(s), community distrust, and a lack of commitment by 
the different agencies. The study also highlighted the perceived dangers that SMI 
persons present to LEOs as well as how important training is in assuring quality 
service to not only the mentally ill but to society at large.

After considering the findings of the study, the researchers offer the following 
model as a workable, systems approach to law enforcement and other service 
agencies’ interagency cooperation.

Systems Model: Six Vital Steps

1. All law enforcement recruits should receive extensive training in mental 
illness, domestic violence, and interagency cooperation while in the academy: 
Intensive training would be no less than eight clock hours. The training would 
be conducted by qualified mental health professionals (e.g., psychiatrists, 
psychologists, counselors, etc.) as well as representatives from other social 
service agencies. 

2. In addition to the academy training, all officers will be required to attend 
refresher courses on an annual basis. This training will be offered as inservice 
training conducted by trained professionals.

3. Officers who excel in their training and/or show an extraordinary commitment 
to this area would be allowed to attend additional training and become part of 
a crisis team for that agency.

4. The crisis team would consist of trained law enforcement officers as well as 
social service personnel who would be housed at the agency. The crisis team 
would be on call 24 hours a day in order to assist officers who need assistance 
with crisis intervention.

5. The law enforcement and social service agencies, including mental health, would 
become involved in cooperative education which would allow each agency 
to become more fully aware of services available to the public. This initiative 
would enable law enforcement personnel to make appropriate decisions in 
regards to diversion, etc. The social service agency would benefit by being able 
to service individuals who truly need the offered services.



180 Law Enforcement Executive Forum • 2011 • 11(3)

6. All social service agencies, including law enforcement, would get the public 
involved by offering workshops and seminars (free of charge) to the community 
and would prepare pamphlets and brochures that would be given to citizens 
who have family members and/or friends who show a need for social service 
intervention. The literature would explain the process of involving certain 
agencies as well as list numbers for assistance. It is believed that the above 
effort would help gain the trust of the citizenry as well as foster interagency 
cooperation. 

Consequently, the researchers suggest that the above model could improve the 
training of LEOs who are spending a significant amount of time engaged in 
community policing but who feel inadequately trained to offer comprehensive 
assistance due to not having effective and/or efficient relationships with other 
social service agencies. 
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Introduction

In 1946, McMinn County, Tennessee, was the site of the Battle of Athens (BOA). 
The battle pitted an allegedly corrupt sheriff’s department against war veterans 
of the greatest generation. Sixty-five years later, countless institutional changes 
have become dominant in county government. In this paper, we describe the BOA; 
we discuss some institutional changes that would prevent this from occurring in 
present day through the lens of McMinn County’s current sheriff; and we look at 
some lessons that these institutional changes hold for county sheriffs.

The purpose of this article is to examine the changes that have taken place in McMinn 
County, Tennessee, and in America, since the Battle of Athens. McMinn County 
Sheriff Joe Guy, as an active interviewee, examines these institutional changes and 
whether a situation like the Battle of Athens could ever happen again.

Active Interviewee Methodology: A Justification

This study is unique in that it employs a less common form of interview 
methodology. Rather than excluding the interviewee from the post-interview 
drafting process, this study makes a point of involving the interviewee in the 
creation of these drafts as a co-author of the paper. This fulfills a few purposes. 
Foremost, because Sheriff Guy’s responses provide the backbone of our analysis, 
we are providing him due credit as an author. Second, Sheriff Guy is able to clarify 
or expound upon his own words in a way that no other person would be able 
to do. This eliminates a great deal of bias that is normally present in interview 
projects (Rubin & Rubin, 2000). Finally, this methodology is uniquely suited to 
the demands of the interview itself, wherein the respondent is asked to think 
retrospectively, presently, and toward the future. It is also important to note that 
this research design enables us to use a type of grounded theory in which the 
researchers experience a theory that bubbles up from the process of conducting 
the research itself. Thus, the reader will notice that the review of theoretical 
literature is included in the analysis portion of the paper, rather than the front 
end, where it is traditionally seen.

History of the Battle of Athens

Lones Seiber’s (1985) “The Battle of Athens” gives a thorough account of the 
situation in 1946. The end of World War II meant the beginning of another battle 
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for veterans returning home to the town of Athens in McMinn County, Tennessee.
Although this hometown battle had few casualties (and no fatalities), it was
nonetheless (according to the veterans who participated in it) a battle for the very
same principle that they had fought for in Europe and the Pacific. For fear of
sounding cliché, the principle that these men fought for was democracy (pp. 1-6).

In 1936, McMinn County, along with most of the state of Tennessee, witnessed a
political takeover by the Democratic Party. Formerly held in Republican hands, the
county was overcome by Democrats who rode in on FDR’s coattails. One of these
Democrats was Paul Cantrell, a wealthy man from a neighboring town. Cantrell ran
for sheriff of McMinn County that year and managed to win the election (although
there was speculation that the election was stolen). Political machines had taken over
the state, and McMinn was seen by many people as a part of that machine (p. 1).

Cantrell’s tenure as sheriff was accompanied by accusations of fraud, corruption,
and abuse. A fee system was used whereby the sheriff and his deputies were able
to make money off of each arrest they made and every citation they issued. People
found themselves imprisoned for public drunkenness, whether they were guilty
or not. Every election that was held was considered by the townspeople as rigged.
Ballots were counted in the sheriff’s office, and, oddly enough, the sheriff and his
men always won (p. 1).

Then, the men who fought in World War II returned home. The men were constantly
harassed and fined for minor reasons, if a reason existed at all. Eventually, the GIs
organized their own non-partisan political party to run against Cantrell and his
men in an attempt to bring justice and fairness back to McMinn County (p. 2).

On the night of August 1, 1946, chaos erupted. Sheriff Cantrell and his deputies
allegedly prevented voting monitors from gaining access to voting stations. Elsewhere
in Athens, an elderly black man was shot for trying to cast a vote. The GIs began to
gather on the streets, yelling at the deputies and threatening them with violence.
Eventually, the crowd began to dissipate. However, later that evening, a group of GIs
broke into the National Guard armory and began handing out guns (pp. 2-4).

Meanwhile, the sheriff and his men had taken the ballot boxes back to the jail and
were busy “counting” the votes. Moments later, the GIs began firing on the jail.
Both sides exchanged gunfire, and a few men were wounded. Cantrell and his men
were safe behind the brick wall of the jail. Realizing that guns were useless, the
GIs began throwing sticks of dynamite at the jail, blowing the jail’s porch off of its
foundation. Cantrell managed to escape and fled to another town. The remaining
deputies surrendered to the GIs. A recount was performed, and the GIs’ candidate
for sheriff had won the election. In the opinions of many people, justice and fairness
had returned to McMinn County. The Battle of Athens was over (pp. 4-6).

 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 

 
 
 

 
 
 
 
 

 
 
 
 
 
 
 
 

Could the Battle of Athens Happen Again?

It is hard to fathom an event like the Battle of Athens occurring anywhere in 
America today. The thought of armed veterans storming a county jail and firing 
on law enforcement officers is almost enough to make us laugh at the impossibility 
of it all. Surely the conditions that caused the events in Athens 65 years ago would 
never be allowed to transpire today. Indeed, it is an almost certain impossibility.
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Sheriff Joe Guy also agrees that such an event is unlikely. When asked if the Battle 
of Athens could happen in modern times, Sheriff Guy (2011) stated,

I suppose it is always possible, although I doubt it would be received as 
well today. Back then, a lot of things were accepted, such as segregation and 
Jim Crow laws. Counties were more rural, there was less commerce, people 
traveled less, etc., so such an act could occur with less worry that state or 
federal authorities would intervene. Today, it would be tweeted, texted, and 
Facebooked as it was happening; the media would be much more involved; 
and state or federal authorities would be mobilized within hours to respond.

Again, it would be highly unlikely, if not impossible, for the Battle of Athens to 
happen today. Even so, we must attempt to explain what current conditions make 
such an occurrence unlikely.

Institutional Changes

According to Sheriff Guy (2011), there are five main institutional conditions that 
would preclude another Battle of Athens from happening in modern times. These 
are (1) the media, (2) behavioral and training changes in local law enforcement, 
(3) legislation, (4) transparency, and (5) checks and balances on the sheriff’s office.

The Media

As Sheriff Guy (2011) mentioned above, the media would be much more involved 
today should an event like the Battle of Athens occur than they were in 1946. The 
local newspaper at the time, the Daily Post-Athenian, preferred not to make political 
waves and chose to not publish issues that could inflame passions (Seiber, 1985, 
p. 1). However, national coverage during the aftermath of the Battle of Athens 
tended to portray the GIs in a negative light, criticizing the manner in which they 
pursued their cause. Time Magazine wrote in an article titled “Tennessee: Battle of 
the Ballots” (1946) that

McMinn County’s shooting veterans had spectacularly rid themselves of 
one type of tyranny. But thoughtful citizens knew they had set an ominous 
precedent. Abraham Lincoln had made the point: “Among freemen there can 
be no successful appeal from the ballot to the bullet, and . . . they who take 
such appeal are sure to lose their case and pay the cost.” (p. 2)

Today, the media would probably be all over a story like that from the very 
beginning. Allegations and instances of violence, greed, fraud, politics, and 
corruption—what more could the media ask for?

But, as Sheriff Guy (2011) alluded to, there are even newer forms of media 
technology that are used today than were used even five years ago, not to mention 
65 years ago. Not only are television news broadcasts, newspapers, and radios 
alive and well, so is the Internet, Facebook, and Twitter. A good example of how 
quickly issues are reported on by this new social media is the example of the man 
that tweeted the recent raid on Usama bin Laden’s compound as it was actually 
happening. It no longer takes days, hours, or even minutes to transmit information 
to anyone anywhere in the world: It takes mere seconds. Had current media 
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technology existed in 1946, the situation in Athens is unlikely to have occurred. 
Not only would the battle have gone differently, but the corruption that caused it 
would have been so heavily reported on that the issue would probably have been 
resolved long before violence broke out.

Behavioral and Training Changes in Local Law Enforcement

Conditions have also changed in the field of local law enforcement. According to 
Sheriff Guy (2011),

Behavioral changes in local law enforcement were probably most changed 
by the professional and training standards that came about in the 1970s and 
1980s. . . . Overall, this standardization brought sheriffs and deputies to the 
same standards as police, which before had not been the case.

One specific type of training is in ethics. According to Heather Wyatt-Nichol and 
George Franks (2009),

Professional organizations in the law enforcement community have brought 
attention to the importance of ethics training. Many police chiefs believe 
that it reinforces the mission of the organization, adherence to policy and 
procedures, and the ability to resolve moral dilemmas. (p. 39)

However, more extensive training for law enforcement officials overall has probably 
helped mitigate the types of problems experienced in 1946. One need only look at law 
enforcement programs on college campuses to realize the importance that many law 
enforcement organizations place on education and training. This is not to suggest 
that a college degree is needed to know the difference between right and wrong. It 
only means that people who enter law enforcement are increasingly coming from 
programs that are training intensive. For example, Western Illinois University (2011) 
offers courses such as Diversity, Ethics, and Professionalism in Criminal Justice; 
Civil Law; and Ethics in Criminal Justice, to name just a few. Training like this can 
help prevent the type of abuse of power that occurred in the Battle of Athens.

Legislation

Legislation is another factor that has changed over the years. According to Sheriff 
Guy (2011), in McMinn County in 1946, the local government structure was built 
around the County Court and the County Judges. Today, the power not only resides 
with the sheriff, but also with the county commissioner and other elected officials.

Another area of law enforcement that legislation has changed is the practice 
of using a fee system (Guy, 2011). This system was abused by Sheriff Cantrell, 
allowing him and his men to essentially steal from the citizens they were sworn to 
serve. According to Seiber (1985),

The laws of Tennessee provided an opportunity for the unscrupulous to 
prosper. The sheriff and his deputies received a fee for every person they 
booked, incarcerated, and released; the more human transactions, the more 
money they got. A voucher signed by the sheriff was all that was needed to 
collect the money from the courthouse. (p. 1)
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It is unlikely that today’s sheriffs could simply arrest people without cause, fine 
them, and then collect money from the courthouse. Not only would media scrutiny 
prevent such action from occurring, so would more democratic legislation that is 
geared toward curtailing abuses of power.

Transparency

Transparency is an issue that we often hear mentioned in politics today. Sunshine 
laws have been designed to make the formulation and implementation of 
policy accessible to citizens who wish to remain informed about the business of 
government. The same is true for county sheriffs. Because today’s government 
is much more transparent than it was 65 years ago, corruption today is harder to 
hide. Sooner or later, the truth always comes out.

Organizational theorists would classify these types of transparent governments under 
the open systems perspective. The book Organizational Theory and Public Management by 
Johathan R. Tompkins (2005) gives an excellent description of the open systems 
perspective. Briefly, this theory holds that an organization is influenced by all of the 
factors in its environment, and it responds accordingly (p. 139). Law enforcement 
organizations of today function much the same way. Factors such as the media, 
legislation, citizen input, and training all have an impact on the internal workings of 
these organizations. Transparency helps citizens witness these internal workings.

Checks and Balances

Finally, the last factor that has changed over the years is the system of checks and 
balances. Sheriff Guy (2011) states that there are few official checks on a sheriff’s 
power, other than budget approval from the county commission. However, there 
are “unofficial” checks. Some of these include the “district attorney, general-
sessions judges, state criminal/circuit court judges within the local criminal justice 
system, as well as the media scrutiny that is ever present.” Federal investigative 
agencies also help ensure that sheriffs do not break the law.

While recent legislation in Montana proposes making the sheriff the supreme 
officer of the county (requiring federal agencies to obtain the permission of the 
county sheriff before engaging in certain actions), Sheriff Guy (2011) states that 
this type of legislation is nothing new. Sheriffs are afforded a certain amount 
of autonomy from the various states’ constitutions, and Tennessee is looking at 
further enhancing this autonomy.

Conclusion

The Battle of Athens is, for the most part, lost to history. Very few of the actual 
participants are still alive today. Most first-hand knowledge of the battle is gone. 
In fact, according to Sheriff Guy (2011),

The incident is in such distant history that it literally has never been mentioned 
by any officers as long as I have been with the county (since 1994). It was long 
something that was just not talked about at all, anywhere, until we started doing 
downtown tours and some writing on it. It has no residual effect on today’s 
McMinn County Sheriff’s Office at all. It is only a subject of local historians.
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Even though the events that transpired in 1946 in McMinn County, Tennessee, are 
largely forgotten, the changes that have occurred since then have had a tremendous 
impact on the operations of government at all levels. The media, behavioral and 
training changes in local law enforcement, legislation, transparency, and checks 
and balances on the sheriff’s office have all helped ensure that another Battle of 
Athens does not happen again.
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Bicycle Patrols in Law Enforcement
Joseph Pionke, EdD, Sergeant of Police

The world continues to be in a constant state of change with the reality of “what
was effective and productive yesterday, may not be effective and productive
tomorrow” upon us. This is a concept that municipalities can no longer afford to
ignore and a reality with which law enforcement agencies throughout the country
are being confronted: How to utilize and maximize the potential of all employees
in order to continue building relationships with, and providing the best possible
police services to, the citizens of their respective municipalities. This phenomenon
of maximizing human resources recognizes that the number one component of
success in law enforcement agencies is not money, technology, equipment, or any
other tangible asset; it is the officers and their flexibility within the organization.
And although it is often the responsibility of the upper command ranks and
management to establish the rules, regulations, policies, and procedures, it is
the responsibility of the lower ranking officers to actually carry out the difficult
mission of balancing community relations while aggressively fighting crime and
disorder. 

Based on this reality, and operating under increasingly difficult financial
constraints, law enforcement agencies are being called upon to deploy available
resources and personnel in new and creative ways (Maples, 2009). Economic
uncertainty, reduced funding, increased maintenance and technological costs, and
other expenditures associated with the traditional methods of policing have begun
to have an impact on the operations of law enforcement agencies in their efforts to
provide professional police service. 

In light of these challenges, and in cooperation with the community policing
model many departments continue to follow, there are methods available to law
enforcement agencies so that they may continue their efforts to most efficiently
and effectively serve and protect their communities while creating and forging
new relationships with them (Ellison, 2006). One such method being utilized by
some law enforcement agencies is the establishment and deployment of bicycle
patrols. Although bicycle patrols have been utilized in law enforcement agencies
for decades, the viability and advantages of such deployments are still being
recognized by some in the police community. As such, law enforcement agencies
across the country are finding that there are many benefits to deploying bicycle
patrols in their municipalities. They have proven to be a proactive, successful,
economic, and effective method of both aggressive police work and the more
sensitive process of improving community relations (Petty, 2006). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Deployment of Bicycle Patrols

As opposed to continually responding to service calls through reactionary measures 
as many police departments still do, bicycle patrols can be used in a proactive 
manner to further promote the goals and missions of each law enforcement 
agency through methods not available under the traditional styles of policing. Just 
as foot patrols were utilized to increase personal contact between the police, the 
citizens, and the overall community, bicycle patrols can be deployed for a similar 
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purpose with comparable results (Maples, 2009). Yet compared to foot patrols, 
bicycle patrols are able to cover a larger area in less time while still maintaining a 
visible presence and without isolating the police officers from the general public 
(Petty, 2006). After all, one of the core components of community policing is the 
relationship forged between the police and the community to identify and solve 
problems (Ellison, 2006). Bicycle patrols certainly promote this concept. 

The deployment of bicycle patrols to further enhance the effectiveness of police 
operations is not only a commitment to members of the law enforcement agency, 
but a commitment to the neighborhood residents and the communities they serve. 
At a time of doing more with less, bicycle patrols can be seen as a cost-effective 
and efficient police response to the crime and disorder taking place in cities 
throughout the country (Maples, 2009). This allows the law enforcement agency to 
continue to provide the best possible police service even amidst difficult economic 
conditions. 

With both short-term objectives and long-range missions as the foundation of their 
deployment, bicycle patrols can function both independently and as supplemental 
support and enforcement to other personnel and police operations in the agency. As 
such, law enforcement agencies must consider the needs of both the organization 
and the community when outlining the duties and responsibilities of bicycle patrol 
officers. Consistently, bicycle patrols have proven to be successful when deployed for 
the following reasons:

•	
•	
•	
•	
•	
•	

Community	events
School	dismissals
Along	parade	routes
Setting	a	perimeter
Busy	downtown	areas
Undercover	and	tactical	operations	

Dependent upon the specific operation or task at hand, bicycle patrols often have 
a decided advantage over police vehicles as they can be operated in areas not 
conducive to vehicular traffic. For this reason, they have an increased ability to 
patrol and respond in areas such as the following:

•	
•	
•	
•	
•	
•	
•	

Parks
Recreation	areas
Congested	roadways
School	campuses
Alleys
Waterfronts
Rail	yards

Additionally, bicycles are more versatile than vehicles on often uncertain and 
unpredictable terrain. Where vehicles are restricted to remaining on the concrete 
and asphalt roadways, bicycles can be driven on sidewalks; over curbs; on uneven 
levels of pavement; and in areas where the terrain is composed of grass, gravel, 
dirt, and/or sand (Petty, 2006).
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Choice of Equipment

Because of the nature of operating a bicycle under these conditions and in these 
types of areas, it is recommended that once the decision has been made to establish 
a bicycle patrol, the agency purchase mountain bikes. Mountain bikes are the wisest 
and most cost-effective option and have proven to be reliable and dependable with 
minimal maintenance-related issues. Mountain bikes are well-suited to handle the 
demands of being ridden on various terrains, withstanding the shock and impact 
placed on them. They are quiet, have almost no impact on the environment, and are 
a “green” option for municipalities who desire to be friendlier to the environment 
(Maples, 2009). Plus, at a fraction of the cost of police vehicles, with significantly 
lower maintenance costs, bicycle patrol deployment is also a fiscally responsible 
choice (Petty, 2006)—especially when law enforcement agencies are continually 
expected to do more with less (Maples, 2009). 

Community Relations

Police operations often consist of a quick response to calls through motorized 
deployment of officers in a reactionary manner in order to address crime and 
disorder and to arrest offenders after the fact. Although this type of response is a 
crucial aspect of police services, it does nothing to increase the trust, relations, and 
communication between the police and the communities they serve. Consistent 
with the philosophies of community policing, bicycle patrols reduce the historical 
barriers that exist between the police and the community, and facilitate cooperation 
between both. Although officers on bicycles may perform many of the same duties 
as those officers in police vehicles, there is an increase in personal communication 
between the citizens of the community and officers on bicycles. This high visibility, 
accessibility, and increased interaction facilitates a positive relationship between 
the law enforcement agency and the members, business owners, educational 
institutions, community leaders, and visitors of each respective municipality. 

As the foundation of community policing, the police and the community need 
assistance and cooperation from each other in order to prevent crime, reduce 
fear, and improve the overall quality of life for the citizens (Ellison, 2006). With 
community policing as the chosen strategy of the majority of all law enforcement 
agencies in the country, bicycle patrols can help to further identify and solve 
problems, increase the quality of police services, improve contact with the 
general public, and facilitate community relations. This can be further promoted 
through department-sponsored events such as police/community bike rides, safe-
riding clinics, and proper bicycle maintenance workshops sponsored by the law 
enforcement agency. 

Officer Safety

As always with police operations, officer safety should be the most important 
consideration in the establishment and deployment of bicycle patrols. Although 
bicycles provide a presence and are highly visible to the public, sharing the 
roadways with vehicular traffic is often unpredictable and dangerous. For this 
reason, the leaders of law enforcement agencies must ensure that all members 
assigned to bicycle patrols are fully trained prior to deployment (Maples, 2009). 
This training must not only emphasize officer safety, but must also teach proper 



192 Law Enforcement Executive Forum • 2011 • 11(3)

riding techniques, operational skills, the functions of bicycle mechanisms, and 
defensive tactics. Lastly, as a bicycle is sanctioned as a legal vehicle, all bicycle 
patrol officers must adhere to any applicable traffic laws consistent with the Rules 
of the Road for their own safety, the safety of others, and as representatives of their 
law enforcement agencies.

Conclusion

The responsibility of fighting and preventing crime and disorder is becoming 
a daunting challenge for law enforcement agencies across the country. While 
attempting to do more with fewer resources and less funding, police departments 
are confronted with the demands of their communities and municipalities to keep 
crime rates low and clearance rates high, all the while attempting to promote the 
ideals and missions of community policing. The implementation of bicycle patrols 
in law enforcement operations may help to achieve this. 
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The American Criminal Justice 
System: Future Challenges and 
Inspirational Leadership
Dr. J. M. (Johan) Ras, Professor, Head of Department, Criminal Justice; 

Vice-Dean, Faculty of Arts, University of Zululand, South Africa

Introduction

For me, critical issues in the American criminal justice system are simply future 
challenges that need to be addressed—challenges that must be tackled and faced by 
all those who are responsible for making the system work. In every country, there 
are those who always criticize the organization and believe that they are fighting 
a losing battle within its structures. Whether working in the police department, 
the courts, or in prisons, these people believe that the organization is doomed 
to failure and that it is draining all existing efforts, resources, and manpower. In 
short, for them there is no light in the tunnel; if there is light, they regard it as the 
light of an oncoming train!

On the other hand, there are those who are committed, those who believe that 
despite all problems and obstacles these matters must only be seen as challenges 
that can positively be altered in order to make the system work. I believe that 
if every individual in the system can operate with commitment and dedication, 
then general failures or possible systemic inadequacies will be greatly reduced. I 
am also of the view that when systems are failing or do not deliver the expected 
results, then inspirational and decisive leadership within an organization can and 
must make an about turn. 

The Dysfunctional System

Made up of police departments, the courts, and corrections (Rogers, 2010), the 
criminal justice system is normally seen by many members of the public as 
slow and dysfunctional. Attorney General Eric Holder (2011a) correctly pointed 
out, when addressing the 12th Annual Congressional Black History Month 
Commemoration, that his own family was spurred on by the American dream 
of progress and opportunity, but that he was also motivated by what he saw and 
experienced in New York: “Growing up on the streets of East Elmhurst and Harlem, 
I saw the struggles of people who’d been left out and left behind—people who’d 
lost faith in seeing the promise of justice fulfilled in their lifetimes.” However, he 
positively added that despite the struggle for justice for many, and the experiences 
with injustice many citizens have had, there were steps forward made possible by 
leaders, patriots, and public servants. 

Decisive Leadership

Despite all the energy and commitment of many devoted members within the 
system, it seems that even the most loyal die-hards at times wonder if their efforts 
are in vain. The reason is simple: The police are constantly battling criminal 
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elements in order to win the war against drugs, guns, criminals, and all odds. 
In fact, the rhetoric of politicians greatly contributes to the so-called war against 
crime that has now been going on for ages and never seems to stop (Winslow, 
2000). 

Despite modern feelings of hopelessness by those within the criminal justice 
system, there is still hope in the shining lights—the leaders of the pack, the men 
and women who were called and are tailor-made for this job. People who never 
accept “cannot” for an answer. Persons who would rather die and go under with a 
“sinking ship” than to accept that they are just another brick in the wall without a 
heart and a soul. It is ordinary people who can turn the tide (Ras, 2009, p. 180). 

When things start to tumble, and when things go wrong, and when it looks as if 
there is no way out, then it is time for decisive leadership. In the Old and New 
Testaments, prophets of God and leaders (Bright, 1981, pp. 288-298; Ladd, 1977; 
Richards & Hoeldtke, 1982) always stood up during a time of crisis to pave the 
way and to direct those who stumble, those who are weary, and those who are 
uncertain and without aim—people who are tossed away by the winds of change 
like a boat without a rudder and sails on a stormy ocean (cf. Ephesians 4:14; James 
3:4, The Bible [NIV]). 

There are always men or women, people with certain beliefs and convictions, who 
are brave enough to believe that they can alter any status quo—just look at the 
recent and present sociopolitico unfolding in Tunisia, Egypt, and Libya (Spencer & 
Sadiki, 2011). If changes can be made to totalitarian and undemocratic regimes, then 
certainly effective and positive changes can be made in a transparent democracy 
like the United States, especially within the U.S. Department of Justice. Attorney 
General Eric Holder (2011c) appropriately pointed out that America’s past leaders 
never gave up on their dreams for what the country could become. 

Past Critical Criminal Justice Issues and 9/11

When Attorney General Janet Reno addressed the American Society of Criminology 
at its annual meeting in November 1994, she challenged Society members to make 
recommendations that would benefit policymakers who confront the issues of crime 
and justice. Twelve task forces were appointed (Travis, 1995), and the following 12 
matters received attention: (1) early prevention of and intervention for delinquency 
and related problem behavior, (2) youth violence, (3) a new vision of inner-city 
schools, (4) drug policy options, (5) drugs and the community, (6) violence against 
women, (7) domestic and international organized crime, (8) designing out crime 
(also known as crime prevention through environmental design [CPTED]) (Clarke, 
Brantingham, Brantingham, Eck, & Felson, 1995; Travis, 1995), (9) the state of the 
police, (10) a crime control rationale for reinvesting in community corrections, 
(11) three strikes and you’re out legislation, and (12) American crime problems 
from a global perspective. 

The tragic events of 9/11 without doubt shifted the priorities within the American 
criminal justice system (Ras, 2011). The implementation of counterterrorism 
measures has now become the most important priority. Two years later, during 2003, 
challenges in the American criminal justice system dealt with critical management 
issues, with the top one still dealing with the ongoing response to terrorist threats. 
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The ten main critical issues were (1) counterterrorism, (2) intelligence-sharing, 
(3) information-technology systems planning and implementation, (4) computer 
systems security, (5) financial management, (6) grant management, (7) performance-
based management, (8) human capital management, (9) protecting the security of 
departmental information and infrastructure, and (10) the reduction of the supply 
and demand for drugs (Fine, 2003). 

In 2006, the Office of the Inspector General (G. A. Fine) issued statements that 
the top management and performance challenges in the U.S. Department of 
Justice were (1) counterterrorism; (2) sharing of law enforcement and intelligence 
information; (3) information technological systems planning, implementation, and 
security; (4) violent crime; (5) financial management and systems; (6) detention 
and incarceration; (7) supply and demand for drugs; (8) grant management; 
(9) civil rights and civil liberties; and (10) cybercrime (Fine, 2006). 

The 2010 period indicates that the priorities basically centered on the same issues. 
The top ten challenges were (1) counterterrorism; (2) restoring confidence in the 
Department of Justice; (3) law enforcement issues along the southwest border; 
(4) civil rights and civil liberties; (5) information technological systems planning, 
implementation, and security; (6) violent and organized crime; (7) financial 
and cyber crimes; (8) detention and incarceration; (9) grant management; and 
(10) financial management (Fine, 2010). 

Money and resource allocations are critical issues in the American criminal justice 
system because without funds and resources, it is difficult to be effective. There 
is no doubt that policymakers, politicians, fund administrators, and all those in 
key positions who are responsible for smoothing out the challenges had no other 
choice the past few years but to reconsider the most urgent and highest priorities 
and try to manage the most demanding issues.

Future Threats

The biggest threat to any nation is something that will effect almost every 
citizen because of its physical and/or psychological impact. Child pornography, 
bootlegging, and drugs definitely do not fall into this category. Terrorism does, 
because it puts fear in the hearts and minds of people. The same can be said of 
cyber attacks because it can paralyze national networks. Terrorism and cyber 
attacks deserve to receive the highest attention because of the potential havoc 
and damage they can cause. They can paralyze critical infrastructure, networks, 
and installations that ensure the smooth running and functioning of the systems 
needed to make the lives of people more meaningful and comfortable (Middleton, 
2005, pp. xiii-xiv; Post, 2009, pp. 243-257). 

Counterterrorism and counter-cyber attack teams are critical in order to ensure 
the viability and smooth operations of all activities in the United States. The 
planning, implementation, and setting up of networks; the hardening of targets; 
and the training and utilization of potential first responders and ordinary citizen-
volunteers to protect the nation against any form of terror attack via weapons 
of mass destruction or nuclear, biological, and/or radiological weapons, whether 
through awareness training or counter-attack drills, are making sense. Because 
specialists are needed to prevent cyber attacks, it is an “unwanted necessity” that 
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money, computer experts, and time be set aside to prevent, identify, and eliminate 
this form of cyber warfare. Because the policing of these two main types of crimes 
are so costly, I recommend the following. 

Cut Unnecessary Funding

A lot of police attention in the past was paid to issues that today can be 
decriminalized. Overcriminalization simply costs too much money. Prostitution, 
for example, can be decriminalized and legalized. Too much money is pumped into 
the curbing of prostitution. Legalize this victimless crime and let those who want 
to operate as sex workers do so. This will create jobs for many jobless people and 
will generate valuable taxes for government, and venereal diseases can be better 
controlled if properly supervised. It does not make financial sense to use valuable 
police manpower and resources on a “moral issue” that will never disappear. 

The ongoing drug trade and drug wars are really a financial headache. Despite 
years and years of police and even military operations, the existence, spreading, 
and consumption of drugs are not declining. While drugs are used in Afghanistan 
to keep the military machines of the Taliban running smoothly (Karimi, 2010), it is 
an open question why the United States cannot eradicate this problem once and 
for all, especially when drugs are linked to organized crime and terrorism (Narejo, 
2010). 

It seems that the foreign policies of the U.S. government in eradicating this trade 
are now questionable in the light of some who believe that the underground 
drug empire is now a “fourth world” of nations that simply institutionalizes 
this state-supported crime (Hagan, 2010, p. 316). If the U.S. government after all 
these years cannot stop the drug trade, why not legalize some types of drugs and 
distribute them through legal prescriptions and medical practitioners? This will at 
least curtail some smuggling. If undemocratic governments can be toppled, then 
certainly drug lords can be toppled as well. 

Alcohol abuse is the nation’s number one drug problem, while the other main 
challenge in the criminal justice system, related to alcohol, is the “chronic 
inebriates” who make up over half of the misdemeanor arrestees and county jail 
inmates (Hagan, 2010, p. 366). As far as legally possible, treat alcohol misuse and 
abuse as health challenges, not as crimes, and let social agencies, professionals, 
church leaders, and educators step up their efforts to curb problem drinking.

Why must billions of dollars be pushed into the building and maintenance of a 
border fence between the United States and Mexico if people still try to trespass 
on a daily basis through tunnels, the cutting of the fence, or by using planes? The 
billions of American dollars that went into building the great “Wall of Mexico” 
the past few years is simply mind-boggling. The solution lies in supportive and 
cooperative agreements between the United States and the Mexican government 
so that the per capita income of Mexicans (less than $4,000 per annum) can become 
more in line with their American counterparts ($30,000 per annum) (“U.S.-Mexico 
Border Fence . . .,” 2011). 

As long as there is poverty, unemployment, and fewer economic opportunities 
in Mexico, America will always be targeted by those who barely live above the 



Law Enforcement Executive Forum • 2011 • 11(3) 197

breadline. Why does the United States not change its foreign policy, make an offer 
to Mexico to become another state within its federation, take away the fence, build 
more infrastructure, set up industries in Mexico, and let the people from both sides 
utilize the new opportunities that this partnership will bring? 

The United States certainly has the know-how, the technology, the willpower, and 
the means to liaise with and to work out something meaningful for themselves 
and the Mexican government. Sound economic cooperation, mutual investments, 
and collaborative efforts to develop the adjacent border areas will certainly be a 
better strategy than the policing of the wall, especially in the long run. I mean, how 
much more money must be put into this wall in order to keep potential terrorists 
and drug smugglers out? 

Criminal Justice Realities and Possible Solutions

There are simply too many people in prison and too many cases in courts. Greater 
police discretion can reduce many of these cases and backlogs. Too many people are 
arrested by the police because it seems that preventative policing is failing. Simply 
because the police and law enforcement role players are not effective enough to 
prevent crime, they react to it! If visible policing is effective, fewer people will be 
arrested, not more! 

Character education in which children and youngsters are taught how to behave 
is critical. If the internal socialization process is successful, then fewer youngsters 
will commit crime and clash with the police (Ras, 2010b, pp. 21-22). Parents, the 
U.S. Department of Education, churches, and nongovernmental organizations 
can be regulated through legislation to do their share. Social empowerment and 
interventions through social work agencies are necessary to lift the burden from 
the police. 

The bringing back of corporal punishment in schools and the death penalty for 
serious offenses in all states definitely would serve as a deterrent among criminals. 
While many “professionals,” especially in the health systems, believe the death 
penalty does not deter crime, I strongly disagree. After the death penalty was 
abolished in South Africa, serious crimes, especially murder, simply skyrocketed. 
Criminals who know that they will face capital punishment for committing serious 
and violent crimes definitely will think twice before they decide to proceed with 
their evil deeds. There is no doubt in my mind that criminals who take the lives of 
innocent people, or policemen or women, simply do not have the right to live. 

While some anti-gun activists believe guns are evil, the right to bear arms is not 
negotiable. Any deviation from this fundamental human right needs to be resisted. 
From a historical point of view, America has a very proud gun culture that must be 
cherished and sustained. A lone wolf or derailed person who goes on a shooting 
spree is unfortunately an unwanted example of an incident that needs to be 
policed in a more proactive manner. The sharing of knowledge by communities 
about people who have some psychological “hang-ups” or disturbances is vital in 
order to deal more successfully with psychological challenges. 
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Address the Following Challenges

Be more proactive, not reactive! The implementation of community and 
intelligence-led policing (Ras, 2010a), within specific geographical sectors (sector 
policing), that is focused on problem-solving (problem-oriented policing) through 
teamwork (team policing), means in practice that ordinary citizens, who are the 
real eyes and ears of the police, have to come to the fore with information related 
to possible terrorist suspects. This means that fewer police personnel are necessary 
on the ground to track terrorists because neighborhood watches, private security 
personnel, first responders, and even ordinary citizens, if they are motivated and 
inspired to be and become involved, will provide information. The police would 
just have to coordinate, facilitate, and oversee these processes.

There is no doubt in my mind that the American criminal justice system must not 
be seen in isolation from the dynamics of geopolitical changes on the international 
scene. Resources (e.g., funds, equipment, manpower, technology), for example, are 
allocated according to presidential choice, foreign policies, domestic decisions, local 
disputes, and tribal suggestions. The more money the United States pushes into the 
international field, whether for war or relief efforts, the less financial support there 
is for the police, the courts, and correctional facilities. Policing issues, especially 
as they are related to counterterrorism, are both national and international issues. 
Most threats are expected to come from outside the United States. 

Radical Islamic terror groups/individuals or lone wolves are expected. The 
identification and tracking down of terrorists like Al-Qaeda members or Al-Qaeda 
sympathizers are examples. The specific focus must be on different types of Al-Qaeda 
members, like the high command, foot soldiers, SWAT members, interrogators, 
recruitment agents, financial supporters, sympathizers, bomb manufacturers, 
suicide bombers, Internet members, and clerics (Ras, 2011, pp. 185-217). 

International Challenges and the American Criminal Justice 
System

While Muslim uprisings, piracy, transnational crime, and human rights abuses are 
flourishing all over the globe, the financial assistance to foreign countries are taking 
up billions of dollars each year that can be used more fruitfully in the safeguarding 
and protection of American citizens. The time has come that leaders must say no 
to disputes that lie outside the United States and focus instead on domestic issues 
that are challenging the police. Some even believe that the time has come to talk to 
the Taliban (Fergusson, 2010, p. 288). 

I deliberately steer away from the courts and the prisons because I strongly believe 
that there are too many court cases and too many people in prisons who should 
not be there. Why not implement a new law, the “commitment-to-change-law,” 
and overnight release all prisoners except those who are very dangerous after they 
have signed a commitment not to come back? Of course, it sounds foolish, but 
it will make billions of dollars available that can be used to focus effectively on 
issues that really threaten national security. 

While the death penalty is implemented for serious and violent crimes, all other 
alternatives must be used to keep the courts and prisons empty as far as it is 
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possible. Empty courts and empty prisons can become “impossible realities” if 
criminal laws are reformulated. We just need visionary and inspirational leaders 
who can make that difference. In South Africa, for example, there were many 
criminal laws that simply became obsolete after the abolishment of apartheid. 

Inspirational Leadership

The time has come to be different (Ras, 2009, p. 180). Inspirational leaders are those 
men and women who stand up and direct a nation into a new path because of their 
vision, conviction, determination, and decisiveness. It is the inspirational leaders 
who basically can effect change in the lives of people who are there to make the 
system work. It is the people within the American criminal justice system who 
are making or breaking it. A real system is always about people. A committed 
and disciplined policeman or woman will achieve and perform far better than 
someone who is not committed, disciplined, or who does not care. 

Intrinsic motivation comes from the heart, and that motivation is coming after a 
person has decided that he or she would rather be a source of inspiration, power, 
and commitment than a spanner in the wheel. These inspirational leaders can raise 
spirits; improve productivity; create better combat, fighting, and law enforcement 
forces; encourage more caring workers; and command more dedicated and 
committed staff. If every person is doing his or her share, then budgets can be cut 
because more funds will be available. All surplus funds can then be utilized in 
those areas where the challenges are the greatest. 

Inspirational leaders are people who inspire, persuade, motivate, and give direction. 
They reflect warmth, strength, confidence, and integrity, and they communicate in 
a clear and inspirational manner. They address the issues that other people try to 
avoid, are scared to mention, are unable to articulate, and are unsure about how to 
address. While doing research for this article, I was quite touched by the stirring 
words of Attorney General Holder (2011b) at the memorial of Deputy Marshall 
Derek Hotsinpiller on February 21, 2011, when he said, 

I wish that I could give you . . . the peace that you seek. I can’t. But I can 
make a promise. The work that Derek loved, and the service that was at 
the center of his life, will continue. His sacrifice will be honored by a law 
enforcement community—and by a Department of Justice—that is inspired 
and strengthened by Derek’s example. . . . And I want you to know that 
your loss will fuel our ongoing commitment to do everything within our 
power to protect the safety of every United States marshal—and every law 
enforcement official. [One can add, every “citizen.”]

Gifted men and women within the criminal justice system need to stand up and 
start to lead others. Why can’t they have uniform laws across all states? Why can’t 
criminal laws be reduced? The fewer criminal laws, the fewer crimes. The more 
uniform the law, the easier to police and to enforce the law. The more proactive we 
become, the less we have to react. Why are the best American scholars not able to 
sort out their own domestic challenges? Is it really so complicated? I don’t think 
so. Cell phones and televisions become better, faster, easier, and even cheaper! We 
must be able to say the same about the American criminal justice system. All that 
it needs are inspirational and visionary leaders.
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Final Words

The founding and development of the United States did not happen overnight. 
It has developed because of past struggles, battles, and wars—struggles, battles, 
and wars that were fought by men and women who had survived because of their 
will to succeed and to make it to the top. We can also succeed. As leaders we have 
to lead; we have to inspire; and we have to change things for the better. Lasting 
solutions always lie in cooperative networks. If countries can work together, 
especially in counterterrorism and in safeguarding cyber space, then the homeland 
becomes more secure. We cannot wait. The last word on the challenges within the 
American criminal justice system has not been spoken. We have just started. 
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